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1 .  Introduction 

This  report  is  a Service  Delivery  and  Budget  Implementation  Plan  (SDBIP)  for  the 
City  of  Matlosana  for  2012/13  financial  year.  This  plan  is  informed  by  Matlosana’s 
Integrated  Development  Plan  (IDP)  and  the  Medium  Term  Revenue  and  Expenditure 
Framework  (MTREF)  budget.  Both  the  IDP  and  2012/13  MTREF  budget  have  been 
tabled  to  the  Council  and  adopted  on  the  29  May  2012  respectively. 


A Service  Delivery  and  Budget 
Implementation  Plan  is  defined  in 
the  Act  as  a detailed  plan 
approved  by  the  Executive  Mayor 
for  implementing  the  municipality’s 
delivery  of  municipal  services  and 
its  annual  budget. 


2.  The  Components  of  a SDBIP 

The  five  necessary  components  of  a SDBIP  are:- 

■ Monthly  projections  of  revenue  to  be  collected  for  each  source; 

■ Monthly  projections  of  expenditure  (operating  and  capital)  and  revenue  for  each 
vote; 

■ Quarterly  projections  of  service  delivery  targets  and  performance  indicators  for 
each  vote; 

■ Ward  information  for  expenditure  and  service  delivery;  and 

■ Capital  works  plans. 


The  SDBIP  is  the  formal  link  between 
organisational  performance  and 
the  budget.  It  also  provides  a means 
to  measure  cost  effective  service 
delivery  by  linking  the  inputs  - the 
budget  - to  the  service  outputs  and 
outcomes.  Budgetary  control  and 
performance  monitoring  combine  to 
measure  the  cost  effectiveness  of 
service  delivery. 


Cost  Effective  Service  Delivery 

Inputs  (Finance) 

— ► 

Output  / Outcomes 
(Service  Delivery) 

$ 

^ 

Bu(dget  Monitoring 

Performance 

Management 

Cost  Effectiveness 

3.  The  SDBIP  Concept 

National  Treasury,  in  MFMA  circular  13,  outlined  the  concept  of  the  SDBIP.  It  is  seen 
as  a contract  between  the  administration,  council  and  community  expressing  the 
goals  and  objectives  set  by  the  council  as  quantifiable  outcomes  that  can  be 
implemented  by  the  administration  over  the  next  twelve  months. 
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It  is  a management,  implementation  and  monitoring  tool  that  will  assist  the  Executive 
Mayor,  councillors.  Municipal  Manager,  senior  managers  and  community.  It  is  also  a 
performance  monitoring  tool  that  enables  the  Municipal  Manager  to  monitor  the 
performance  of  senior  managers.  The  MFMA  requires  that  the  performance 
agreements  of  senior  managers  be  linked  to  the  measurable  performance  objectives 
in  the  SDBIP. 

As  a vital  monitoring  tool,  the  SDBIP  should  help  enable  the  Executive  Mayor  and 
Municipal  Manager  to  be  pro-active  and  take  remedial  steps  in  the  event  of  poor 
performance. 


4.  MFMA  requirement 

Chapter  1 - Definitions 

SDBIP  means  a detailed  plan 
approved  by  the  mayor  of  a 
municipality  in  terms  of  section  53 
(1)(c)(ii)  for  implementing  the 
municipality’s  delivery  of  municipal 
services  and  its  annual  budget,  and 
which  must  indicate- 

(a)  projections  for  each  month  of:- 
revenue  to  be  collected,  by  source; 
and  operational  and  capital 
expenditure  by  vote 

(b)  service  delivery  targets  and 
performance  indicators  for  each 
quarter  and 

(c)  any  other  matters  that  may  be 
prescribed. 

and  includes  any  revisions  of  such 
plan  by  the  mayor  in  terms  of  section 
54  (1)(c) 


Chapter  8 - Responsibilities  of  Municipal  Officials  Section  69  Budget 
Implementation 

Section  69  (3)  The  Accounting  Officer  must  no  later  than  14  days  after  the  approval  of  the 
budget  submit  to  the  mayor 

(a)  A draft  service  delivery  and  budget  implementation  plan  for  the  budget  year; 
and 

(b)  Drafts  of  the  annual  performance  agreements  as  required  in  terms  of  section 
57  (1)(b)  of  the  Municipal  Systems  Act  for  the  municipal  manager  and  all  senior 
Managers 
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Chapter  7 - Responsibilities  of  Mayors 

Section  53  - Budget  Processes  and  related  matters 

Section  53  (1)(c)  The  mayor  of  a municipality  must  take  all  reasonable  steps  to  ensure- 

(II)  That  the  municipality’s  service  delivery  and  budget  implementation  plan  is 
approved  by  the  mayor  within  28  days  after  the  approval  of  the  budget;  and 

(iil)  That  the  annual  performance  agreements  as  required  in  terms  of  section  57 
(1)(b)  of  the  Municipal  Systems  Act  for  the  Municipal  Manager  and  all  senior 
managers- 

(bb)  are  linked  to  the  measurable  performance  objectives  approved  with  the 
Budget  and  to  the  service  delivery  and  budget  implementation  plan. 

Section  53  (3) 

(a)  The  mayor  must  ensure  that  the  revenue  and  expenditure  projections  for  each 
month  and  the  service  delivery  targets  and  performance  indicators  for  each 
quarter,  as  set  out  in  the  service  delivery  and  budget  implementation  plan,  are 
made  public  no  later  than  14  days  after  the  approval  of  the  service  delivery 
and  budget  implementation  plan. 

Section  54  - Budgetary  control  and  early  identification  of  financial  problems 

On  receipt  of  a statement  or  report  submitted  by  the  accounting  officer  of  the  municipality 

in  terms  of  section  71  or  72  the  mayor  must- 

(1)  (b)  check  whether  the  municipality’s  approved  budget  is  implemented  in 
accordance  with  the  service  delivery  and  budget  implementation  plan; 

(c)  consider  and,  if  necessary,  make  any  revisions  to  the  service  delivery  and 
budget  implementation  plan,  provided  that  all  revisions  to  the  service  delivery 
targets  and  performance  indicators  in  the  plan  may  only  be  made  with  the 
approval  of  council  following  the  approval  of  an  adjustments  budget 

(d)  issue  any  appropriate  instructions  to  the  accounting  officer  to  ensure- 

(i)  that  the  budget  is  implemented  in  accordance  with  the  service  delivery  and 
budget  implementation  plan 

(3)  The  mayor  must  ensure  that  any  revisions  of  the  service  delivery  and  budget 
implementation  plan  are  made  public  promptly. 


The  following  diagram  illustrates  the  MFMA  requirements  regarding  the 
implementation  and  monitoring  process:- 


The  SDBIP  Feedback  Mechanism  (s54) 
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5.  The  SDBIP  process  in  Matlosana 

The  production  of  the  SDBIP  has  been  drafted  by  the  Directorate:  Strategic  Planning, 
Monitoring  and  Control  and  all  directorates  have  been  involved  with  its  development. 
The  detailed  budget  monthly  estimates  and  the  detailed  quarterly  performance 
indicators  are  contained  in  the  SDBIP. 

6.  Service  Delivery  Targets  and  Performance  Indicators 

The  2012/13  SDBIP  facilitates  the  monitoring  and  evaluation  process  of  the 
municipality  in  that  service  delivery  targets  and  performance  areas  are  broken  down 
into  specific  and  measurable  monthly,  quarterly  and  mid-term  deliverables.  It  is  a 
municipal-wide  plan  that  seeks  to  give  the  entire  Matlosana  community  an  outline  of 
what  we  will  be  doing,  where  and  utilising  which  resources.  It  strikes  a balancing 
chord  between  addressing  infrastructure  backlogs,  maintenance  of  current 
infrastructure  and  the  expansion  of  services  to  new  growth  areas. 

Each  Directorate  has  to  provide 
quarterly  targets  so  that 
performance  can  be  monitored 
throughout  the  year.  The  Municipal 
Manager’s  and  Director’s 
performance  contracts  must 
contain  these  targets.  The  targets 
cannot  be  changed  during  the  year 
unless  Council  approves  the 
changes. 

The  performance  targets  for  2012/13  are  contained  in  the  report. 

A number  of  meetings  were  held  with  directorates  and  the  performance  indicators 
and  targets  developed.  These  targets  have  been  included  in  the  2012/13  SDBIP. 

The  targets  and  indicators  attempt  to  measure  a range  of  activities  in  the 
municipality.  It  will  be  the  responsibility  of  directorates  to  provide  information  on 
progress  towards  achieving  these  targets  on  a quarterly  basis.  Any  revision  to  the 
SDBIP  resulting  from  a change  in  Performance  Indicators  will  be  reported  to  Council 
for  approval  in  terms  of  Section  54  (c)  of  the  MFMA. 


7.  Overview  of  the  201 2/201 3 MTREF 


THOUSANDS 

1 BUDGET  YEAR 

2012/2013 

2013/2014 

2014/2015 

Total  Operating  Revenue 

1 793  179 

1 960  758 

2 100  751 

Total  Operating  Expenditure 

1 790  938 

1 958  695 

2 097  840 

Surplus  (Deficit)  for  the  year 

2 241 

2 062 

2 911 

Total  Capital  Expenditure 

152  172 

190  044 

174  487 
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For  2012/2013  an  amount  of  R 147  million  has  been  appropriated  for  the 
development  of  infrastructure  which  represents  97%  of  the  total  capital  budget.  In  the 
outer  years  this  amount  totals  R 190  million  and  R 174  million  respectively  for  each  of 
the  financial  years. 

Roads  received  the  highest  allocation  of  R 73  million  in  the  2012/2013  followed  by 
Water  at  R 23,5  million  and  the  Sewerage  at  R21,8  million. 

Some  of  the  salient  projects  to  be  undertaken  over  the  medium-term  includes;  among 
others; 


Khuma  Bulk  Water  supply  10  ml  reservoir 
Increase  Capacity  Hartbeesfontein  WWTP 
Paving  of  Taxi  Routes:  Storm-water;  Jouberton  Phase  6 
Paving  of  Taxi  Routes:  Storm-water,  Tigane  Phase  6 
Paving  of  Taxi  Routes:  Storm-water,  Khuma  Phase  6 
Paving  of  Taxi  Routes:  Storm-water,  Kanana  Phase  6 
Main  storm-water  Drainage  - Jouberton  Phase  4 
Upgrading  Mechanical,  Electrical  equipment  in  pumpstations 
Rehabilitation  of  landfill  site  - KOSH 


R7,  5 million 
R 14,  3 million 
R 7,  2 million 
R 7,  2 million 
R 7,  2 million 
R 6 million 
R 6 million 
R 8 million 
R 14,  48  million 
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ANNEXURE “A" 


Monthly  projections 
of  revenue  to 
be  collected  for 
each  source 
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ANNEXURE “B" 


Monthly  projections 
of  expenditure 
(operating  and 
capital)  and  revenue 
for  each  vote 
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24,530 

104,375 

12,000 

4,023 

120  398 

(399) 

175.960 

175,561 

C 

o 

E 

■o 

0) 

'S 

O) 

August 

19,583 

57.000 

11.000 
4,700 
4,166 
6,520 

1,000 

160 

4,660 

450 

850 

6,200 

116,289 

116,289 

21,500 

1,200 

299 

50.000 

11.000 

3,198 

21,500 

108,697 

93 

108.790 

7,499 

168,461 

175,960 

T} 

3 

CQ 

o 

< 

</) 

0)  I 

July 

19,583 

65,000 

9.000 
4,700 

4,166 

5,500 

1.000 

0 

4,660 

500 

750 

155,000 

5,600 

OD  a> 

O (O 

o lo" 

h- 

N <V 

19,524 

985 

300 

55,000 

9,000 

3,198 

18,900 

iub,sur 

92 

106,999 

168,461 

168,461 

NW403  City  Of  Matlosana  - Supporting  Tab 

MONTHLY  CASH  FLOWS 

R thousand 

py  oource 

Property  rates 

Property  rates  - penalties  & collection  charges 

Service  charges  - electricity  revenue 

Service  charges  - water  revenue 

Service  charges  - sanitation  revenue 

Service  charges  - refuse  revenue 

Service  charges  - other 

Rental  of  facilities  and  equipment 

Interest  earned  - external  investments 

Interest  earned  - outstanding  debtors 

Dividends  received 

Fines 

Licences  and  permits 

Agency  services 

Transfer  receipts  - operational 

Other  revenue 

Cash  Receipts  by  Source 

Other  Cash  Flows  by  Source 

Transfer  receipts  - capital 

Contributions  recognised  - capital  & Contributed  asset 
Proceeds  on  disposal  of  PPE 

Short  term  loans 

Borrowing  long  term/refinancing 

Increase  (decrease)  in  consumer  deposits 

Decrease  (Increase)  in  non-current  debtors 

Decrease  (increase)  other  non-current  receivables 
Decrease  (increase)  in  non-current  investments 

Total  Cash  Receipts  by  Source 

Cash  Payments  bv  Type 

Employee  related  costs 

Remuneration  of  councillors 

Finance  charges 

Bulk  purchases  - Electricity 

Bulk  purchases  - Water  & Sewer 

Other  materials 

Contracted  services 

Transfers  and  grants  - other  municipalities 

Transfers  and  grants  - other 

Other  expenditure 

Cash  Payments  by  Type 

Other  Cash  Flows/Payments  by  Type 

Capital  assets 

Repayment  of  borrowing 

Other  Cash  Flows/Payments 

Total  Cash  Payments  by  Type 

NET  INCREASE/(DECREASE)  IN  CASH  HELD 
Cash/cash  equivalents  at  the  month/year  begin: 
Cash/cash  equivalents  at  the  month/year  end: 
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2012/13 


NW403  City  Of  Matlosana  - Supporting  Ta 

ble£ 

>A34a  Capital 

expenditure  on  new  assets  by  asset  ciass  | 

Description 

Re 

2008/9 

2009/10 

2010/11 

Current  Year  201 1/12 

2012/13  Medium  Term  Revenue  & Expenditun 
Framework 

R thousand 

1 

Audited 

Audited 

Audited 

Original 

Adjusted 

Full  Year 

Budget  Year 

Budget  Year4 

1 Budget  Year  4 

2 

Outcome 

Outcome 

Outcome 

Budget 

Budget 

Forecast 

2012/13 

2013/14 

2014/15 

Capital  expenditure  on  new  assets  bv  Asset  Class/Sub-class 

Infrastructure 

145,666 

26,103 

101,635 

i 168,644 

1 116,443 

1 58,82C 

1 137,846 

> 168,24^ 

1 158,98] 

r 

Infrastructure  - Road  transport 

23,558 

4,832 

! 16,854 

65,094 

51,553 

1 20,58C 

1 70,954 

; 92,68^ 

1 81,68/ 

f 

Roads.  Pavements  & Bridges 

Storm  water 

23,558 

4,832 

16,854 

65,094 

51,553 

i 20,580 

1 70,954 

92,68/ 

1 81,68/ 

r 

Infrastructure  - Electricity 

20,514 

11,757 

9,329 

60,397 

34,606 

15,005 

' 21,500 

21,50C 

1 34,OOC 

1 

Generation 

2,621 

11,346 

9,329 

60,397 

34,606 

15,005 

21,500 

21,500 

1 34,000 

1 

Transmission  & Reticulation 

Street  Lighting 

17,893 

411 

- 

_ 

Infrastructure  - Water 

- 

4,832 

9,089 

11,410 

4,700 

6,501 

23,500 

28,000 

14,700 

Dams  & Reservoirs 

Water  purification 

Reticulation 

4,832 

9,089 

11,410 

4,700 

6,501 

23,500 

28,000 

14,700 

Infrastructure  - Sanitation 

90,596 

3,588 

10,657 

26,673 

24,893 

16,520 

21,892 

26,060 

28,600 

Reticulation 

90,596 

3,588 

10,657 

26,673 

24,893 

16,520 

21,892 

26,060 

28,600 

Sewerage  purification 

Infrastnjcture  - Other 

10,998 

1,094 

55,706 

5,070 

691 

214 

_ 

_ 

Waste  Management 

Transportation 

Gas 

2 

10,998 

1,094 

5,070 

691 

202 

Other 

3 

55,706 

12 

Community 

5,069 

7,162 

14,588 

14,909 

5,914 

1,805 

12,700 

6,500 

4,000 

Parks  & gardens 

953 

158 

2,564 

2,564 

Sportsfields  & stadia 

352 

3,730 

2,000 

1,350 

750 

9,000 

Swimming  pools 

Community  halls 

499 

924 

5,000 

- 

- 

Libraries 

28 

665 

4,487 

250 

_ 

_ 

Recreational  facilities 

2,514 

972 

4,178 

3,000 

2,000 

901 

Fire,  safety  & emergency 

Security  and  policing 

Buses 

7 

559 

2,245 

“ 

5,000 

1,000 

Clinics 

Museums  & Art  Galleries 

164 

832 

687 

1,275 

Cemeteries 

Social  rental  housing 

8 

1,820 

- 

820 

- 

- 

1,200 

- 

- 

other 

471 

582 

154 

2,500 

1,500 

3,000 

Heritaao  assets 

_ 

116 

121 

_ 

Buildings 

other 

9 

116 

121 

Investment  properties 

147 

Housing  development 

147 

- 

other 

Other  assets 

26,922 

- 

34,025 

22,606 

11,247 

3,797 

1,700 

15,300 

11,500 

General  vehicles 

6,012 

11,733 

2,465 

398 

1,700 

_ 

Specialised  vehicles 

10 

2,931 

- 

2,580 

14,075 

5,500 

_ 

_ 

Plant  & equipment 

Computers  - hardware/equipment 

4,216 

11,941 

1,662 

1,671 

981 

Furniture  and  other  office  equipment 

Abattoirs 

896 

602 

270 

Markets 

4,535 

918 

408 

1,405 

2,000 

Civic  Land  and  Buildings 

2,676 

6,858 

other  Buildings 
other  Land 

566 

17 

- 

12,300 

10,500 

Surplus  Assets  - (Investment  or  Inventory) 
other 

5,986 

2,884 

3,000 

1,411 

1,000 

1,000 

Agricultural  assets 

- 

- 

- 

_ 

_ 

_ 

_ 

List  sub-class 

Blolopical  assets 

- 

- 

- 

- 

- 

_ 

_ 

_ 

List  sub-class 

Intangibles 

- 

- 

- 

_ 

_ 

_ 

. 

Computers  - software  & programming 
other  (list  sub-class) 

Total  Capital  Expenditure  on  new  assets 

1 

177,657  1 

33,528 

150,369 

206,159 

133,604 

64,422 

152,246 

190,044 

174,487 

Specialised  vehicles 

2,931 

2,580 

14,075 

14,075 

5,500 

5,500 

Refuse 

Fire 

Conservancy 

Ambulances 

2,931 

2,580 
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ANNEXURE  "C" 


Quarterly  projections 
of  service  delivery 
targets  and 
performance 
indicators  for  each 

vote 
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Tenders. 

Advertisements. 

Data  base. 

Evaluation  & 

Adjudication 

committee  minutes. 

Assessments. 

Report  to  Council. 

Signed  Agreements 

EM  Resolution 

MM  Resolution 

3 months 

3 months 

3 months 

3 months 

7 Interviews 
conducted 

7 Interviews 
conducted 

7 Interviews 
conducted 

7 Interviews 
conducted 

2013/14 

Performance 

Agreements 

signed 

201 1/12  Annual 
Performance 
Report  approved 

- 

C\J 

CO 

- 

C\J 

CO 

- 

C\J 

CO 

- 

(M 

CO 

P0[ojd  /v\0N 

A|aA!iB|S!60-| 

siu0m0aj6v  aoueujjojjad 
ZUZ\.m  P8u6!S 

jjoday  0ouBUJJOjj0d 
IBnuuv  U/01.02  paAOJddv 

Improving  the  Supply  Chain 
Management  process  by 
reducing  the  turn-around 
time  from  6 months  to  3 
months  by  June  2013 

Conducting  4 quarterly 
reviews  with  section  56 
employees  by  June  2013 

Signing  2013/14  1 

performance  agreements 
with  section  56  employees 
by  June  2013 

Approving  an  2011/12 

Annual  Performance  Report 
by  Municipal  Manager  by 
August  2012 

Supply  Chain 
Management  process 
improved 

Conducting  4 quarterly 
reviews  with  section  56 
employees  byJ  une 
2013 

2013/14  Performance 
Agreements  with 
section  56  employees 
signed 

201 1/12  Annual 
Performance  Report 
approved  by  Municipal 
Manager 

To  improve  the 

Supply  Chain 
Management  process 

To  conducted 
quarterly  reviews  to 
comply  with 
legislation 

To  sign  the 
Performance 
Agreements  to 
comply  with 
legislation 

To  approve  the 

Annual  Performance 
Report  to  comply  with 
section  46  of  the  MSA 

3.34% 

3.34% 

3.34% 

?6 
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Resolution 
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Resolution 
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Resolution 
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Resolution 

Notice  & 

Attendance 

Register 

Notice  & 

Attendance 

Register 

2012/13  Mid- 
Year 

Assessment 

Report 

approved 

2011/12  Annual 
Report  tabled 

Draft  2013/14 
IDP  approved 

2013/14  IDP 
approved 

2013/14  IDP 
Process  Plan 
tabled 
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Approving  the 
2012/13  Mid-Year 
Assessment  Report 
by  the  Executive 
Mayor  by  25  January 
2012 

Tabling  the  2011/12 
Annual  Report  before 
Council  by  31 

January  2013 

Approving  draft 
2013/14  IDPby 
Council  by  March 
2013 

Approving  final 
2013/14  IDP  by 
Council  by  May  2013 

Tabling  of  2013/14 
IDP  process  plan 
before  Council  by 
August  2012 

Conducting  3 Rep 
Forum  meetings  by 
June  2013 

Conducting  3 
community 

consultations 

meetings  by  June 

2013 

2012/13  Mid- 
Year  Assessment 
Report  approved 
by  the  Executive 
Mayor 

201 1/12  Annual 
Report  tabled 
before  Council 

Draft  2013/14 

IDP  approved  by 
Council 

Final  2013/14 

IDP  approved  by 
Council 

2013/14  IDP 
process  plan 
tabled  before 
Council 

Number  Rep 
Forum  meetings 
conducted 

Number 

community 

consultations 

meetings 

conducted 

To  approve  the  Mid- 

Year  Assessment 
Report  to  comply 
with  section  72  of 
the  MFMA 

To  table  the  Annual 
Report  to  comply 
with  section  121  of 
MFMA 

To  approve  the 
draft  IDP  to  comply 
with  legislation 

To  approve  the  final 

IDP  to  comply  with 
legislation 

To  table  the  IDP 
Process  Plan  to 
indicate  key 
deadlines 

To  enhance  public 
participation  to 
comply  with 
legislation 
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Notice  & 

Attendance 

Register 

Notice  & 

Attendance 

Register 

Quarterly 

Reports 

2 Follow-up 

Reports 

4th  Quarter 
report  of 

2011/12 

performance 

information 

1st  Quarter 
report  of 

2012/13 

performance 

information 

2nd  Quarter 
report  of 

2012/13 

performance 

information 

3rd  Quarter 
report  of 

2012/13 

performance 

infnrmatinn 

0 
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CO 

- 

CM 
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CM 
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Holding  4 Audit 
Committee  meetings 
to  ensure  an  effective 
discharging  of 
responsibilities  by 
June  2013 

Holding  4 
Performance  Audit 
Committee  meetings 
to  ensure  an  effective 
discharging  of 
responsibilities  by 
June  2013 

Issuing  4 

Performance 
information  audit 
reports  to  assess  the 
efficiency  and 
effectiveness  of 
performance 
achieved  by  Council 
by  June  2013 

Reporting  with  2 
follow-up  audit  to 

review  resolutions  on 
outstanding 

disclaimer  and 

qualifications  on  the 

Auditor  General's 

report  by  June  2013 

Number  Audit 
Committee 
meetings  held  to 
ensure  an 
effective 
discharging  of 
responsibilities 

Number 

Performance 

Audit  Committee 
meetings  held  to 
ensure  an 
effective 
discharging  of 
responsibilities 

Number 
performance 
information  audit 
reports  issued  to 
assess  the 
efficiency  and 
effectiveness  of 
performance 
achieved 

Number  follow-up 
audit  reported  to 

review 

resolutions  on 
outstanding 

disclaimer  and 

qualifications  on 

the  Auditor 

General's  report 

and  Internal 

Auditor's  findings 

To  conduct  Audit 
Committee 

Meetings  to  ensure 
good  governance 

1 0 conduct 
Performance  Audit 
Committee 

Meetings  to  ensure 
good  governance 

1 0 issue 
Performance 
Information  Audit 
Reports  to  ensure 
compliance  with 
legislation 

1 0 report  on 
outstanding 
disclaimer  and 
qualifications  to 

ensure  sound 

financial 

management 
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4 Activity 
Reports 

Reviewed 

2013/14 

Internal  Audit 

Charter 

Programme 

Notice  & 

Attendance 

Register 

Updated  Risk 

Register 

Report  to  Risk 

Management 

Committee 

Risk  Based 

Audit  Plan 

approved  by 

Audit 

Committee 

Continuing 

Professional 

Development 

program 

Assessment 

report 

Reviewed 
2013/14  Audit 
Charter 

2013/14  Risk 
Assessment 
Workshop 
facilitated 

Approved  3- 
Year  Risk 

Based  Audit 

Plan  2013/14 

Approved 

2013/14 

Continuous 

Development 

Program 

Assessment 

Report 

- 

CM 
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CM 
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CM 
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spoday  p 
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Issuing  4 activity 
reports  to  the  Audit 
Committee  and 
Accounting  Officer  on 
the  progress  of  rolling 
out  the  audit  plans  by 
June  2013 

Adopting  the 
reviewed  lA  Charter 
(2013/14)  in 
accordance  with  IIA 
standards  by  June 
2013 

Facilitating  the 
2013/14  Risk 
Assessment 
workshop  with 

Council  departments 
on  emerging  risks  by 
June  2013 

Submitting  a 3-Year 
Risk  Based  Audit 

Plan  2013/14  to  the 
Audit  Committee  for 
approval  by  June 

2013 

Develop  the  2013/14 

Continuous 

Development 

Program  for  approval 
by  Director  Strategic 
Planning,  Monitoring 
and  Control  by  June 
2013 

Performing  a peer-to- 
peer  quality 
assurance  and 

improvement 
programme  by  March 

2013 

Number  activity 
reports  issued  to 
the  Audit 
Committee  and 
Accounting 

Officer  on  the 
progress  of 
rolling  out  the 
audit  plans 

Reviewed  lA 
Charter  adopted 
in  accordance 
with  IIA 
standards 

2013/14  Risk 
Assessment 
workshop 
facilitated  on 
emerging  risks 

3-Year  Risk 

Based  Audit  Plan 
2013/14 
submitted  to  the 
Audit  Committee 
for  approval 

2013/14 
Continuous 
Development 
Program  for 
approval  by 
Director  Strategic 
Planning, 
Monitoring  and 
Control 

Peer-to-peer 
quality  assurance 

and  improvement 

programme 

performed 

To  issue  activity 
reports  to  ensure 
good  governance 

To  adopt  the 

Internal  Audit 
Charter  to  comply 
with  legislation 

To  facilitate  the 

Risk  Assessment 
workshop  to  ensure 
good  governance 
and  to  comply  with 
legislation 

To  submit  a Risk 
Based  Audit  Plan  to 
ensure 

To  continue  with 
Professional 
Development  to 
enhance 
knowledge,  skills 
and  other 
competencies  of 
Internal  Audit  staff 

To  conduct  quality 

assurance 

improvement 
programme  to 

comply  with 

legislative 

requirements 

4.54% 
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4.54% 
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4.56% 
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Portfolio  of 

Evidence 

Priority  roads  / 

wards. 

Appointment 

letter. 

Certificates. 

Physical  road 

paved. 

Proof  of 

payment. 

Vote  number. 

Priority  roads  / 

wards. 

Appointment 

letter. 

Certificates. 

Physical  road 

paved. 

Proof  of 

payment. 

Vote  number. 

Priority  roads/ 

wards. 

Appointment 

letter. 

Certificates. 

Physical  road 

paved. 

Proof  of 

payment. 

Comments 

Planned 

Remedial 

Action 

Reason  for 

Deviation 

Expenditure 

Quarterly 

Actual 

Achievement 

Rating 

Key 

Quarterly 
Projected  Target 

1 km  open 
storm  water 
channel 

1 km  open 
storm  water 
channel  - 
Project 
completed 

Planning, 

Design  & SCM 
Process 

Appointment  of 
contractor  & 
Construction  (0. 
km) 

1 km  open 
storm  water 

1 km  open 

storm  water 

channel 

Construction 

(0.6  km) 

2.5  km  Road 

paved 

5.1  Km  Road 

paved  - project 

completed 

Quarter 

- 

CVi 

CO 

- 

CVJ 

CO 

- 

C\J 

CO 

Base  Line 

LU>I  9 Z 

w>|  2 

JaAO-||oy 

Annual  Target 

Constructing  a 2 km  main 
storm  water  drainage  in 
Jouberton  (Phase  3)  from 
Tshepong  Hospital  to 
Schoonspruit  river  at  a cost 
of  R3, 000, 000  by 
December  2012 

Constructing  a 2 km  main 
storm  water  drainage  (sub 
surface)  in  Jouberton 
(Phase  4)  at  a cost  of 
R6,000,000  by  June  2013 

Paving  of  5.1  km  taxi 
routes  and  upgrading  of 
storm  water  drainage 

system  as  per  program  in 

Jouberton  (Phase  4B)  at  a 

cost  of  R6,800,000  by 

March  2013 

Key  Performance 
Indicators  (KPI) 

Km  main  storm  water 
drainage  constructed 
in  Jouberton  (Phase 

3)  from  Tshepong 
Hospital  to 
Schoonspruit  river 

Km  main  storm  water 
drainage  (sub 
surface)  constructed 
in  Jouberton  (Phase 

4) 

Km  taxi  routes  paved 

and  storm  water 

drainage  system 

upgraded  as  per 

program  in  Jouberton 

(Phase  4B) 

Objectives 

To  provide  mam 
storm  water 
drainage  to  ensure 
new  infrastructure 
and  better  service 
delivery 

To  provide  main 
storm  water 
drainage  to  ensure 
new  infrastructure 
and  better  service 
delivery 

To  pave  taxi  routes 

and  upgrade  storm 

water  drainage 

systems  to  ensure  a 

better  accessibility  to 

the  community 

Weighting 

5^  ; 

LO  I 

30  ( 

^ I 

1.785% 

1.785% 

Key 

Performance 
Area  (KPA) 
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Priority  roads  / 

wards. 

Appointment 

letter. 

Certificates. 

Physical  road 

paved. 

Proof  of 

payment. 

Vote  number. 

Priority  roads  / 

wards. 

Appointment 

letter. 

Certificates. 

Physical  road 

paved. 

Proof  of 

payment. 

Vote  number. 

Priority  roads  / 

wards. 

Appointment 

letter. 

Certificates. 

Physical  road 

paved. 

Proof  of 

payment. 

Vote  number. 

Priority  roads  / 

wards. 

Appointment 

letter. 

Certificates. 

Physical  road 

paved. 

Proof  of 

payment. 

Vote  number. 

SCM  Process 

Appointment  of 
contractor  & 
Construction 
(1.5  km) 

3 km  Road 
paved 

5.1  Km  Road 
paved  - project 
completed 

Planning, 

Design  & SCM 
Process 

Appointment  of 
contractor  & 

3 km  Road 
paved 

2.5  Km  Road 
paved  - project 
completed 

SCM  Process 

Appointment  of 
contractor  & 
Construction 
(0.5  km) 

2 km  Road 
paved 

3.2  Km  Road 
paved  - project 

completed 

Planning, 

Design  & SCM 

Process 

Appointment  of 

contractor  & 

1 .5  km  Road 

paved 

2 Km  Road 

paved  - project 

completed 

- 

C\J 

CO 

- 

C\J 

CO 

- 

C\J 

CO 

- 

C\l 

CO 

LU)| 

Z6‘9  ■ pQfaidujoo  ^ asetid 

UJ)| 

Z6‘9  ■ p9l9|diuoo  0SBqd 

UJ>|  9‘3 

- p0J0|dLUOO  A|JB0U  P 0SBljd 

IU)| 

£‘Z  - popidujoo  p esBLid 

Paving  of  5.1  km  taxi 
routes  and  upgrading  of 
storm  water  drainage 
system  as  per  program  in 
Jouberton  (Phase  5)  at  a 
cost  of  R5, 500, 000  by  June 
2013 

Paving  of  5.5  km  taxi 
routes  and  upgrading  of 
storm  water  drainage 
system  as  per  program  in 
Jouberton  (Phase  6)  at  a 
cost  of  R 13,000,000  by 
June  2013 

Paving  of  3.2  km  taxi 
routes  and  upgrading  of 
storm  water  drainage 
system  as  per  program  in 
Tigane  (Phase  5)  at  a cost 
of  R4, 000,000  by  June 

2013 

Paving  of  3.5  km  taxi 
routes  and  upgrading  of 
storm  water  drainage 
system  as  per  program  in 
Tigane  (Phase  6)  at  a cost 
of  R7, 200,000  by  June 

2013 

Km  taxi  routes  paved 
and  storm  water 
drainage  system 
upgraded  as  per 
program  in  Jouberton 
(Phase  5) 

Km  taxi  routes  paved 
and  storm  water 
drainage  system 
upgraded  as  per 
program  in  Jouberton 
(Phase  6) 

Km  taxi  routes  paved 
and  storm  water 
drainage  system 
upgraded  as  per 
program  in  Tigane 
(Phase  5) 

Km  taxi  routes  paved 
and  storm  water 
drainage  system 
upgraded  as  per 
program  in  Tigane 
(Phase  6) 

To  pave  taxi  routes 
and  upgrade  storm 
water  drainage 
systems  to  ensure  a 
better  accessibility  to 
the  community 

To  pave  taxi  routes 
and  upgrade  storm 
water  drainage 
systems  to  ensure  a 
better  accessibility  to 
the  community 

To  pave  taxi  routes 
and  upgrade  storm 
water  drainage 
systems  to  ensure  a 
better  accessibility  to 
the  community 

To  pave  taxi  routes 
and  upgrade  storm 
water  drainage 
systems  to  ensure  a 
better  accessibility  to 
the  community 

1.785% 

1.785% 

1.785% 

1.785% 
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Priority  roads  / 

wards. 

Appointment 

letter. 

Certificates. 

Physical  road 

paved. 

Proof  of 

payment. 

Vote  number. 

Priority  roads  / 

wards. 

Appointment 

letter. 

Certificates. 

Physical  road 

paved. 

Proof  of 

payment. 

Vote  number. 

Priority  roads  / 

wards. 

Appointment 

letter. 

Certificates. 

Physical  road 

paved. 

Proof  of 

payment. 

Vote  number. 

Planning, 

Design  & SCM 
Process 

Appointment  of 
contractor  & 
Construction 

0.75  km  open 
storm  water 

0.75  km  open 
storm  water 
channel  - 
Project 
completed 

SCM  Process 

Appointment  of 
contractor  & 
Construction 
(0.7  km) 

2 km  Road 
paved 

3.4  Km  Road 
paved  - project 
completed 

Planning, 

Design  & SCM 
Process 

■Appointment  of 

contractor  & 

Construction 

(1.5  km) 

1.5  km  Road 

paved 

2 Km  Road 

paved  - project 

completed 

- 

CM 

CO 

- 

CM 

CO 

- 

CM 

CO 

^)\  e 

IU){ 

SZ9  £ - P3t9|dujoo  ^ esBijd 

ni)|  5Z9  £ - p919|duioo  ^ asegd 

Constructing  1.5  km  stone 
pitching  and  lining  1.5  km 
of  storm  water  drainage  in 
Khuma  (Phase  2)  at  a cost 
of  R3, 757, 000  by  June 

2013 

Paving  of  3.4  km  taxi 
routes  and  upgrading  of 
storm  water  drainage 
systems  per  program  in 
Khuma  (Phase  5)  at  a cost 
of  R4,000,000  by  June 

2013 

Paving  of  3.5  km  taxi 
routes  and  upgrading  of 
storm  water  drainage 
systems  per  program  in 
Khuma  (Phase  6)  at  a cost 
of  R7,200,000  by  June 

2013 

Km  stone  pitching 
constructed  and  km 
of  storm  water 
drainage  lined  in 
Khuma  (Phase  2) 

Km  taxi  routes  paved 
and  storm  water 
drainage  system 
upgraded  as  per 
program  in  Khuma 
(Phase  5) 

Km  taxi  routes  paved 
and  storm  water 
drainage  system 
upgraded  as  per 
program  in  Khuma 
(Phase  6) 

To  construct  stone 
pitching  and  lining  of 
storm  water 
drainage  to  ensure 
the  speedy  flow  of 
water  during  raining 
seasons 

To  pave  taxi  routes 
and  upgrade  storm 
water  drainage 
systems  to  ensure  a 
better  accessibility  to 
the  community 

To  pave  taxi  routes 
and  upgrade  storm 
water  drainage 
systems  to  ensure  a 
better  accessibility  to 
the  community 

1.785% 

1.785% 

1.785% 
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Appointment 

letter. 

Payment 

certificates. 

Certificates  of 

practical 

comoletion. 

Recommendatio 

n & Appointment 

letter. 

Zink  tank. 

Proof  of 

payment 

Invoices. 

Pictures. 

Pressure  tower. 

Proof  of 

payment 

Invoices. 

Pictures. 

Pressure  tower. 

Proof  of 

payment 

SCM  Process 

Construction 

stage 

Drilling  of  bore 
holes 

Project 

completed 

Construction 

stage 

0.5  Mf  zinc  tank 
completed 

Bulk  water 
pressure  tower 
(±  10.8m) 
completed 

Bulk  water 
pressure  tower 

(±  10.8m) 

completed 

- 

C\J 

CO 

- 

C\J 

CO 

- 

C\J 

CO 

- 

C\J 

CO 

joofojd  MON 

)\ue]  oujz  jiAi  93  0 

p0ja|d Luoo  1,  asBijd 

pa|0|duioo  1,  0SBqd 

Supplying  water  to4  rural 
schools  and^clinics  as 
per  program  in  the  KOSH 
area  at  a cost  of 

R2, 000, 000  by  June  2013 

Increasing  the  capacity  of 
the  current  0.25  Mfzinc 
tank  in  Tigane  ext  4 to  a 

0.5  zinc  tank  at  a cost 
of  R1, 440, 960  by 
December  2012 

Supplying  bulk  water 
pressure  tower  (±  10.8m) 
(Phase  2)  to  Khuma  at  a 
cost  of  R1 44,324  by 
September  2012 

Supplying  bulk  water 
pressure  tower  (±  10.8m) 
(Phase  2B)  to  Khuma  at  a 
cost  of  R3,962,121  by 
September  2012 

Water  supplied  to  4 
rural  schools  and  2 
clinics  as  per  program 
in  the  KOSH  area 

capacity  increased 
of  the  current  zinc 
tank  in  Tigane  ext  4 

Bulk  water  supply 
improved  with  a water 
pressure  tower  (± 
10.8m)  (Phase  2)  for 
Khuma  proper 

Bulk  water  supply 
improved  with  a water 
pressure  tower  (± 
10.8m)  (Phase  2B)  for 
Khuma  proper 

To  supply  water  to 
rural  schools  and 
clinics  to  improve 
service  delivery  in 
rural  settlements 

To  increase  capacity 
of  the  zinc  tank  in 
Tigane  ext  4 to  meet 
water  demand 

To  improve  bulk 
water  supply  in 
Khuma  (Phase  2)  to 
ensure  a basic  water 
service 

To  improve  bulk 
water  supply  in 
Khuma  (Phase  2B) 
to  ensure  a basic 
water  service 
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1.785% 

1.785% 
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Priority  list. 

Appointment 

letter. 

Certificates. 

Physical  road 

kerbed. 

Proof  of 

payment 

Portfolio  of 

Evidence 

Register. 

Programme. 

Proof  of 

payment. 

Water  lay-out 

plan 

Water  lay-out 

plan 

i 

Water  lay-out 

plan 

Water  lay-out 

plan 

Comments 

Planned 

Remedial 

Action 

Reason  for 

Deviation 

Expenditure 

Quarterly 

Actual 

Achievement 

Rating 

Key 

0.5  km  kerbed 

0.5  km  kerbed  - 

Project 

completed 

Quarterly 
Projected  Target 

3 Km 

9 Km 

13  Km 

15,979  Km 

129,  968 

100% 

129,  968 

100% 

129,  968 

100% 

129,  968 

100% 

0 

0 

0 

0 

0 

0 

0 0 

3,982 

73% 

3,958 

74.24% 

4,024 

75.48% 

4,097 

76.85% 

- 

CM 

CO  Tf 

Quarter 

- 

CM 

CO 

CO 

CO 

- 

CM 

CO 

- 

CM 

CO  rj- 

CO 

CO 

6u!qj9)|  LU>|  1 

Base  Line 

pepnjjsuoo 

%00l. 

996  '921. 

0 

0 

%ez 

268‘e 

Kerbing  1 km  of  various 
streets  as  per  program  in 
the  KOSH  area  at  a cost  of 
RSOO.OOO  by  December 
2012 

Annual  Target 

15,979  Km  of  new 
municipal  roads 
constructed  in  various 
areas  by  June  2013 

126,968  and  100%  of 
households  with  access  to 
basic  level  of  water  by 

June  2013  - Urban 
Settlements 

Zero  household  backlogs 
without  the  access  to  basic 
level  of  water  by  June  2013 
- Urban  Settlements 

Backlogs  eliminated  as  per 
request  by  June  2013  - 
Urban  Settlements 

4,097  and  76.85%  of 

households  with  access  to 
basic  level  of  water  by 

June  2013  - Rural 

Settlements 

Km  of  various  streets 
kerbed  in  the  KOSH 

area 

Key  Performance 
Indicators  (KPI) 

Km  of  new  municipal 
roads  constructed 

Number  and  % of 
households  with 
access  to  basic  level 
of  water  - Urban 
Settlements 

Number  of 
households  with 
access  to  basic  level 
of  water  - Urban 
Settlements 

Nr.  of  backlogs 
eliminated  - Urban 
Settlements 

Nr  and  % of 
households  with 
access  to  basic  level 

of  water  - Rural 

Settlements 

To  kerb  streets  in 
order  to  control 
storm  water 

Objectives 

To  provide  access  to 

municipal  roads 

1 0 provide  basic 
municipal  services 
(National  Indicator) 

To  provide  basic 
municipal  services 
(National  Indicator) 

1 0 provide  basic 
municipal  services 
(National  Indicator) 

To  provide  basic 

municipal  services 

(National  Indicator) 

1.785% 
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3 

0 

5^ 

CO 

S e 

^ Q. 

Water  lay-out 

plan 

Register 

Vote  number 

Draft  policy 

document 

DWARF 

approval  letter 

Attendance 

register 

Council 

resolution 

Copy  of 

Application. 

Blue  Drop 

Status. 

Feedback 

report.  BDS 

System. 

1,439 

CO 

CO 

0 

co_ 

1,234 

0 

CO 

CD 

CM 

CO 

to 

0 

CM 

0 

CM 

0 

0 

0 

CM 

DWARF 

approval 

Task  Team  & 
workshops 

Draft  policy 
comoleted 

Water 

Management 
Policy  approved 

Monthly 

compliance 

documentation 

submitted 

Monthly 

compliance 

documentation 

submitted 

Monthly 

compliance 

documentation 

submitted 

Blue  Drop  status 

obtained 

- 
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without  the  access  to  basic 
level  of  water  by  June  2013 
- Rural  Settlements 

205  Water  backlogs 
eliminated  by  June  2013  - 
Rural  Settlements 

Cleaning  40  reservoirs  in 
the  KOSH  area  at  a cost  of 
R500,000  and  R527,000  by 
June  2013 

Revising  the  Water 
Management  Policy  at  a 
cost  of  R500,000  by  June 
2013 

Obtaining  a minimum 
standard  of  95%  Blue  Drop 
status  by  June  2013 

I Nr.  of  household 

backlogs  without  the 
access  to  basic  level 
of  water  - Rural 
Settlements 

Nr.  of  backlogs 
eliminated  - Rural 
Settlements 

Number  of  reservoirs 
cleaned 

Water  Management 
Policy  revised 

A minimum  standard 
of  95%  Blue  Drop 
status  obtained 

I To  provide  basic 

municipal  services 
(National  Indicator) 

To  provide  basic 
municipal  services 
(National  Indicator) 

To  clean  reservoirs 
to  comply  with 
legislation 

To  revise  water 
related  policy  to 
comply  with 
legislation 

To  obtain  Blue  Drop 
status  to  improve 
water  quality  and 
water  management 
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1.785% 
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1.785% 
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Register 

Register 

Register 

Register 

Register 

Register 

Register. 

Programme. 

Proof  of 

payment. 

Copy  of 

Application. 

Blue  Drop 

Status. 

Feedback 

report.  BDS 

116,360 

99.97% 

116,370 

99.98% 

116,380 

99.9% 

116,399 

100% 

IT) 

CM 
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CM 

in 
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in 

CM 
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CM 

in 

CM 

in 

CM 

in 

CM 
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100% 

416 

100% 
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5 km 

5 km 

5 km 

5 km 

Green  Drop 

status  obtained 

- 

CM 
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CM 

CO 
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CO 
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1.02 
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sniBis  %06 

116,399  and  100%  of 
households  with  access  to 
basic  level  of  sanitation  by 
June  2013  - Urban 
Settlements 

0 Household  backlogs 
without  access  to  basic 
level  of  sanitation  by  June 
2013  - Urban 

Settlements 

100  Backlogs  eliminated  by 

June  2013  (bucket 
eradication).  Completion  of 
incomplete  toilets  - Urban 
Settlements 

416  and  100%  of 
households  with  access  to 
basic  level  of  sanitation  by 
June  2013  - Rural 
Settlements 

Zero  household  backlogs 
without  the  access  to  basic 
level  of  sanitation  by  June 
2013  - Rural  Settlements 

Zero  backlogs  eliminated 
by  June  2013  - Rural 
Settlements 

Cleaning  20  km  of  main 
sewers  as  per  program  in 
the  KOSH  area  by  June 
2013 

Obtaining  a minimum 

standard  of  95%  Green 

Drop  status  by  June  2013 

Nr  and  % of 
households  with 
access  to  basic  level 
of  sanitation  - Urban 
Settlements 

Nr.  of  household 
backlogs  without 
access  to  basic  level 
of  sanitation  - Urban 
Settlements 

Nr.  of  backlogs 
eliminated  - Urban 
Settlements 

Nr  and  % of 
households  with 
access  to  basic  level 
of  sanitation-  Rural 
Settlements 

Nr.  of  household 
backlogs  without  the 
access  to  basic  level 
of  sanitation  - Rural 
Settlements 

Nr.  of  backlogs 
eliminated  - Rural 
Settlements 

Km  of  main  sewers 
leaned 

A minimum  standard 

of  95%  Green  Drop 

status  obtained 

To  provide  basic 
municipal  services 
(National  Indicator) 

1 0 provide  basic 
municipal  services 
(National  Indicator) 

TO  provide  basic 
municipal  services 
(National  Indicator) 

To  provide  basic 
municipal  services 
(National  Indicator) 

To  provide  basic 
municipal  services 
(National  Indicator) 

ro  provide  basic 
municipal  services 
(National  Indicator) 

ro  maintain  mam 
sewer  to  ensure 
maintenance  of 
main  sewers 
throughout  the  year 

1 0 Obtain  Green 

Drop  status  for 
improved  waste 
water  quality 

management 

1 .785% 

3^  i 

X)  1 

» < 

1 

sP 

0^  1 

n 1 

» ( 

S;  1 

3^  ; 

in  1 

30  1 

N 1 

5^  ; 

in  1 

30  1 

s 1 

3^  i 

n 1 

30  < 

1 

3^  i 

n 1 

30  < 

1 

3^ 

0 

30 

s. 

juaujdo|0A0a 

0jnpnjjsBJju| 

^ AjSA!|0a  0OIAJ0S 

lU0Ujdo|0Aaa 
0jnpnj;sBJiU|  ^ 
AjsAjiaa  0O!AJ0S 

JUSLUdOISAOa 
ajnpnjjsBjpi 
^ /U0A!|aa 
0O.IAJSS 

psLudo|0Aaa 

sjnpnjpBJ^ui 
^ Aj0A!|0a  SOIAJSS  / 

paiudoiaAsa 
0jnpnj;sBJjU|  ^ 
UaAjiaa  sojAJOs 

;usujdo|aAaa 

0jnpnjpBjp| 

^ AjsAjiea 
0OIAJSS 

paiudoisAsa 

0jnpnjpBJjU| 

^ AjOAIISQ  0OIAJ0S  i 

JUSUjdO|0A0a 
sjnpmjsBjpi  ^ 
^SAIISQ  aOjAJSS 

z : 

< * 

(/)  c 

0 c 

z : 

0 c 

0 r 

z : 

a 

0 c 

c 

z : 

X 

f)  c 

» c 

z : 

X 

f)  c 

c 

j>  1 

z : 

j: 

0 C 

D .1 

z 1 

X * 

0 c 

7 

1 

0 

V/N 

V/N 

V/N 

V/N 

V/N 

V/N 

V/N 

V/N 

ce  Delivery  and  Budget  implementation  Plan  I P3g©  30 


City  of  Matlosana  People  on  the  move...  2012/13 


5 CL  C 

_ ° 

0)  d 3 o E 

X (0  o 2 ^ 

lU  .Q  < Ql  Q. 


suB|d  psAOJddv  OOZ 


00  t '5 

O)  ^ CD  § 


Q.  C •.;=  O) 
Q.  <0  (C  0) 

< Q.  Z OC 


E C 


i_l 


p8A!939J 

suo!iB0!|ddv  09t^ 


s-1 

C CO 


S .2 


CL  -O 
Q.  -D 
(0  05 


■Q  (0  > 
E c:  o 


^ 5 


&II 

03  05 
I-  Q.P 


JU9UJdO|9A9a 

9jnpnjisBj^u| 

^2  AjeA!|9a  ao!AJ9s 


V/N 


lU9LUdO|9A9a 

9jnpnjjsBJjU| 

^ Aj9A!|9a  90!AJ9S 


V/N 


•O  0)  O ^ 

PiP 


E _ 

(U  05 


ri'  05 

O E 


lu9;sAs  6u!JS!X3 


05  o 
0)  o 

a q. 

X o 
CO  (O  w 

O o c 

Q>  ® 

£ c 52 

? O O ^ 

■E  E (1) 

« E to  c 

^ §,2  z 

(0  00  xa 


E -o 
(D  o 


05 

" E 


f sS 

« 1.8 

8 £ 


JU9UJdO|9A9a 
9jnpnjisBjp|  ^ 
Aj9A!|9a  90!AJ9S 


229eOU  0L9e02 


O oi 
o 

•c  5 


= a>  -5 
re  E C 


+5  -O 
m <U 

5 C 

a .Si, 


t 

re 

3 

a 


u S* 
c a 

Er 


ST  c 


2 S' 
c St 


E 


E •€ 
5J  ^ 


p 


(O 

TD 

P .t; 
P "O 

Q “ 


P Q.  P 
.ti  X o 
H UJ  > 


p (1) 
O)  ^ p 

Q 


j w ^ o 


p c 
=5 

ca  -> 


. i 1 .2  ^ 
§S.«8 

W ;H 

-D  p o 
o p g o 

O p m CVJ 
to  Q .Q  X 


x:  o 

05 

Z)  P p 

P .9  p 

S ^ O .E 

■ P P p .9 

0?  P p 

E S o ^ ^ 

3 p 2 P ^ 


3 p 


*5  c CO 

° Si  w 

III 


c r 

N ^ 

t Q.  ^ 
P W c 
> 5 p 
13  p 
< c .9 


5 ■a 
O o 


O)  w P 
p p a 

i 8 g 


P -D  *5  o 
.tii  E .II  CM 
h-  <5  p 

H—  P O J— 

0 C O § 

O)  ^ P ”j 

B' 

1 g o 8 

V p ■§  o 

P P o CM 
Q Q g 


•Q  P 
I P o 

i oaf 


g E P ^ i 

• p p P 
^ p P 

3 9 


2 

_ p P 
I-  -o  Q 


p 5 
w o 


}U0LUdO|9A9a 
GjnpnjisBJ^ui 
^ Aj0A!|0a  90IAJ9S 


i^ZZl  90 L 90030S 


JU9LUdO|0A9a  9jnpnjJSBJ|U| 
^ Aj0A!|9a  90IAJ9S 


6060  901900302 


5 .Si. 
p 2 


p 

p B 
I o 
: (/)  o 

! o q 

i o 

m *0 
I Si  ^ 

[ B X 
•E  *0  CO 
c P o 
.9  8*^ 

w ^ p 

P P c 
^ ^ 
W P -3 


cn  o 


£ £ 
O ^ 


JU9UJdO|9A9a 
9jnpnj}SBjpi 
/^9A!(9a  90IAJ9S 


099t^  901.  900303 


DIRECTOR  ELECTRICAL  AND  MECHANICAL  ENGINEERING  TOTAL  WEIGHTING  PER  KEY  PERFORMANCE  AREA  (KPA)  = 100% 

Service  Delivery  & Infrastructure  Development 

r:  1 nno/ 

0 

) 

) 

Portfolio  of 

Evidence 

8 High  Mast 

Lights  & Proof  of 

Payment 

Close-out  report 

from  consultant 

Handover 

certificate 

5 High  Mast 

Lights  & Proof  of 

Payment 

Close-out  report 

from  consultant 

Handover 

certificate 

Upgraded 

Network  & 

Proof  of 

Payment 

Close-out  report 

from  consultant 

Handover 

certificate 

upgraded 

Network  & 

Proof  of 

Payment 

Close-out  report 

from  consultant 

Handover 

certificate 

Appointment 

letters  of 

consultant  & 

contractor 

8 High  Mast 

Lights  & Proof  of 

Payment 

Close-out  report 

from  consultant 

Handover 

certificate 

Comments 

Planned 

Remedial 

Action 

Reason  for 

Deviation 

Expenditure 

Quarterly 

Actual 

Achievement 

Rating 

Keys 

Quarterly 
Projected  Target 

Manufacturing 
of  8 high  mast 
liahts 

Civil  Works 

8 High  mast 
lights  erected 

Electrical 
reticulation  and 
commissioning 

Manufacturing 
of  5 high  mast 
lights 

1 Civil  Works 

5 High  mast 
lights  erected 

Electrical 
reticulation  and 
commissioning 

Manufacturing 
of  equipment 

Installation  and 
commissioning  - 
Project 
completed 

Material  ordered 

Construction  | 

415  Houses 

electrified 

777  Houses 

electrified  - 

Project 

completed 

Appointment  of 

consultant  and 

contractor 

Material  ordered 

and  civil  works 

8 High  mast 

lights  erected 

Electrical 

reticulation  and 

commissioning 

Quarter 
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CM 

CO 
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CM 
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CM 

CO 
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CM 
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CO 

Base  Line 
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Annual  Target 

Installing  8 high  mast 
lights  in  Kanana  (ward  22  ■ 
26)(phase  4)  at  a cost  of 
R600,000  by  June  2013 

Installing  5 high  mast 
lights  in  Jouberton 
extension  24  (ward 

1 2)(phase  1 ) at  a cost  of 
R300,000  by  June  2013 

Upgrading  of  1 
mechanical  and  electrical 
equipment  in  pump 
station  (Volume  3)  at 
Ellaton  (ward  8 & 29)  to 
the  amount  of  R2,422,000 
by  December  2012 

Electrification  of  1 , 1 92 
houses  in  Jouberton  Ext 
24  (ward  12)(Phase  2)  at 
a cost  of  R8, 71 9,000  by 
June  2013 

Installing  8 high  mast 
lights  in  Kanana  (ward  22 
26)(phase  5)  at  a cost  of 
R2,000,000  by  June  2013 

Key  Performance 
Indicators  (KPl) 

High  mast  lights 
installed  in  Kanana 
(Phase  4) 

High  mast  lights 
installed  in 
Jouberton  Ext  24 
(Phase  1) 

Number  of 
mechanical  and 
electrical  equipment 
at  pump  station  in 
Ellaton  upgraded 

Number  of  houses 
in  Jouberton  Ext 

24  (Phase  2) 
electrified 

High  mast  lights 
installed  in  Kanana 
(Phase  5) 

Objectives 

To  install  high  mast 
lights  to  better 
service  delivery 

To  upgrade 
mechanical  and 
electrical  equipment 
at  pump  station  to 
ensure  the 
maintenance  of  the 
existing 
infrastructure 

To  electrify 
Jouberton  Ext  24  to 
ensure  a basic  level 
of  electricity 

To  install  high  mast 
lights  to  better 
service  delivery 

Weighting 

5.88% 

5.88% 

5.88% 

5.88% 

5.88% 

Key 

Performance 
Area  (KPA) 

luaudo|0Aaa 

ejnprLQSBJjui 

AjaAiiaa  8OIAJ0S 

lusuxJo|0Aaa 

ajnpru)SBUju| 

^SAiiaa  eoiAias 

jLiaLudo|0Aaa 
ainpnjjSBijui 
Aj8A!|aa  8OIAJ0S 

^jaudoiaAaa 

ejnpruisBJjui 

^ AjaAjiaa  so!^J0S 

luajudoieAaa  ejnprujSBJjui 
'2  Aj8A!|aa  aojAjes 

ti 

LU 

Item  Nr. 

1-  ( 

iJ  L 

J 

U 1 

N ( 

U 1 

J 

U 1 

:o 

iJ  1 

J 

iJ  1 

1 

IJ  1 

J 

IJ  1 

n 

IJ 

J 

IJ 

0 

X 

EL 

Q. 

Q 

Vote  Nr 

VWZ  lOt^  91-0902 

81-09  101^91-0902 

9060  1-01^91-0902 

city  of  Matlosana  People  on  the  move...  2012/13 


03 
^ c 
o 2 


c 
d) 

£ 

I e - 

II  “ 

8 


(0 


•C  H 

ai 

0)  i 


„ (0  0. 

o 00  _i  Ol  O 


o ^ 

£ I 

o ^ 


tr  . 

O i 

a ( 


<D  1-* 

■B  o «S 

•§  w 

11  ^ 

< 8 


Jr  (0  0.  - 

|8 

O ^ .5)  « 

o 00  -J  D.  O 


c 0) 

8 S S 

E 

gg  8 


E E o 5 
B o <5  r,  ^ 


o B t3 

•x  w 3 2 

II 

<1  8 8 


B 9 
0. 
o3 


i SI 


-L  0>  (0  O o to 
00  □ 0.  O ^ I 


E 0)  . 

>^  Q.  * 


O)  <0 

I -C  _ _ 

00  :=  Q.  QI  lij  > O 


CO  X o ^ 


B CO 

II 

9-  o 

< o 


O)  CO 

00  = 


.9  i5 
i:  3 E 
o 
o 
LU 


■B  g 


E 5 o 

o 3 2 

I"  ^ 

< 8 


i? 

: CO 


B 

CO  o 


00  =: 


If 

O g 

CO  S K 

o ^ .9 

E:  3 E 

00c 
CD  -4=  S 
uj  £ 8 


O T3 
C 

w CO 

gl. 

rI- 

< 8 


0)  if 


CO  .iy 
CO  o 

E S? 

iz 

O)  CO 

1 “ 

00  = 


o .w 
i=  3 E 
00c 
CD  -.3  9 

LU  9; 


C CO 
CD  4- 

E £ O 

I B t5 

o CO  i: 

S-  c c 
9-0  0 
<00 


CD  if 

II 

.55  > 


io 


o 


5 I c 

f i 2 g 

.b  o CL 


i 


3 asegcd  qji/w 

A|;u3Jjnouo3  Bujuum  i asegd 


©jnpnjjsBJjUj 

BUjPIXO  0MJ  UjBJUjBUJ  Ol 


ejnpnjpBJiUj 

BuiPjXS  9L|;  UIBPIBLU  Ol 


popidLuoo  e OLunpA 
io  %06  puB  pspidujoo  3 9Lun|OA 


e SSBLjd 

i4;!M  A|iu0jjnouoo 
Bujuum  3 0SBi^d 


M-  ^ 

■ o - 


O)  CD  - - 


00  O 


_ =l-“ 

s|  S| 
iMS 


CO  >% 
^ -Q 
CM  o 
0)  O 
CO  O 
<?  o 


CO  « o 

E ^ (0  . 


i B R O 

eg  B 3 o 
S S 


g CO  E 

g 5 

.2^  CO  > 
jz  n ^ 

005  ^ 

l -g  I 

iS  I 8 -Rq 

■E  = CD  M-  CC 


to  CD 
O C 
O D 
CO  ^ 

to  .Q 

^ O 
O 
<D  O 
9 O 


■O  CO  "O 
£■2  2 


CO  CO 


C CD  5 


2 ^ 


o C 

T CD  tr  (0 
O E t 

“■  g -Q  O 


o ^ 

2 O § 


CJ)  O 
Q.  CD 

D E 


C — 3 

Z 3 ^ 

:c>~>  CO 
C CO  — c 
1 § - ^ 5 

CD  CO  CC 


^ O 3 

0)  £ 8 R 

.25  CO  CD  ^ 

I-  < £ 8 


4-  O 

o q 

o 

. CO  ^ O 

O)  C\j  OC  00 

I-  03  CO  tr 


? §8 
) ^ o 
] CL  o 
I X CO 
, CM  r:  0 


^ £ ■ 

c CO  ; 


o •=  ■ 

’>£  CO 
B CD 


' o CM 

' 8 9 

O CO 


: CN  CO  : 


.2> 


't 

CM 


X 

in 


C C 


B ^ 


to  •=  o 

2 -o  t 

£ I 5 V, 

.C  CO  ■“  CO 
.2>to  g if 
I .2  T 3 


_ O) 

to  ” ^ 
CO  -D 
£ CD  CD 
^ = CO 
CO  CO 

,2>to  if 
I .2  2^ 


♦- 

.2>  X 

Z B ^ 

w !„  <0 : 

2 "o  c 

p CD  P w 
= <0  CO 
x:  CO  15  CO 

.2^  to  iS  if 
I .2  < 9:, 


CO 


o 


CD 

E « 

tl 
^ 1 ® , 
i P £ ~ 


CO 


irsil 


Z E 


^4-0. 

0 CO  3 


C« 

0 tJ 

8 iS 

2 c ^ 

o CO 

'o  t 0 . 
^00 
0 -5  « : 

^ 3 ;?  • 
P o 9:,  • 

Z .2  ^ • 


w 

2 

..  ^ 
CD  0 
.2>  t:  > 
^ 2 ^ 


0 o 


ii  0 


|2  C3  0 


0 


Ss  i 
a 

■“  c c 


C O (D 

B £ 

l|i  ^ 

0 3-^ 


■=  2"  CO 


o 


.IS  T=  ” 1;  0 
J-  C 2 ^ c 
o)  (0  o ^ 0 a, 

Ifllil 


to  2 


•e  y 

X 0 

o 0 -c 


jU0UJdo|0A0a  0jnpnjpBJiU| 

Aj0A!|0a  0OIAJ0S 


P0UJdoi0A0a  0jnpmpBJiU| 
^ Aj0A!|0a  0O!AJ0S 


jU0UJdo|0A0a  0JnpnJisBjp| 

Aj0A!|0a  0OIAJ0S 


p0Ludo|0A0a  0jnpnjpB4U| 
Aj0A!|0a  BOIAJ0S 


p0aido|0A0a 

0jnpnjpB4U| 

^ Aj0A!|0a  0OIAJ0S 


8109  l.0t^9l0903 


CD 

(/) 

ro 


ce  Delivery  and  Budget  implementation  Plan  I P3g©  39 


City  of  Matlosana  People  on  the  move...  2012/13 


Appointment 
letters  of 

contractor 

Building 

extension  and 

2 additional 

1 1 KV  panels 

& Proof  of 

Payment 

Close-out  report 

from  department 

Portfolio  of 

Evidence 

Tender 

document 

Orders  issued. 

1 Truck  with 

sound  system  & 

2 Bakkies 

Proof  of 

paymeni. 

Lease 

Agreement 

4 Vehicles 

Proof  of 

payment. 

Vote  number. 

Portfolio  of 

Evidence 

1 

Register 

Register 

Register 

Letter  to  Eskom 

Comments 

Comments 

Planned 

Remedial 

Action 

Planned 

Remedial 

j 

Reason  for 

Deviation 

Reason  for 

Deviation 

Expenditure 

Expenditure 

Quarterly 

Actual 

Achievement 

Quarterly 

Actual 

Achievement 

Rating 

Key 

Rating 

Key 

Appointment  of 
contractor 

Material  ordered 
and  civil  works 

Manufacturing 
of  equipment 

Installation  and 
commissioning  - 
Project 
completed 

Quarterly 
Projected  Target 

SCM  Process 

Orders  issued 

1 Truck  and  2 
bakkies 
purchased  - 
Project 
completed 

Finalization  of 
lease  contract 

Vehicles  / 

Trucks 
purchased  - 
Project 
completed 

Quarterly 
Projected  Target 

97% 

%86 

o> 

0) 

0^ 

0) 

(VJ 

ai 

0) 

167,769 

CO 

<0 

(0 

CD 

(0 

CO 

CO 

CD 

00 

(0 

168,663 

298  1 

894  - Project 

completed 

Report  to 

Eskom 

Report  to 

Eskom 

- 

C\l 

00 

Quarter 

- 
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CO  ^ 

CVJ 
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Quarter 
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CVJ 

CO 
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CVJ 

CO 
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CVJ 

CO 

CVJ 

CO 
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pejcud /vvafsj 

Boiwiaeu  Lftiw 
luausojO^esesr) 
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%96 
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Upgrading  of  Jouberton 
main  substation  building 
with  a eSm^  extension 
and  additional  2x11  KV 
panels  to  the  amount  of 
R1, 320, 000  by  June  2013 

Annual  Target 

Purchasing  of  1 truck  with 
sound  system  for  the 
Imbizo's  and  2 x 1400 
bakkies  for  Speaker's 
Office  at  a cost  of 

R1, 700, 000  by  March 

2013 

Purchasing  of  vehicles  / 
trucks  from  Fleet  Africa 
at  a cost  of  R3,000,000 
by  December  2012 

Annual  Target 

99.29%  of  households 
with  access  to  basic  level 
of  electricity  by  June  2013 
- Urban  Settlement 

1 

168,663  Households  with 
access  to  basic  level  of 
electricity  by  June  2013  - 
Urban  Settlement 

1 ,192  Backlogs  with  the 
access  to  basic  level  of 
electricity  by  June  2013  - 
Urban  Settlement 

1 ,620  Backlogs  with  the 
access  to  basic  level  of 
electricity  by  June  2013  - 
Rural  Settlement 
(Jurisdiction  of  Eskom) 

Jouberton  main 

substation 

upgraded 

Key  Performance 
Indicators  (KPI) 

Number  of  vehicles 
and  plant 
purchased 

Number  of  vehicles 
and  plant 
purchased 

Key  Performance 
Indicators  (KPI) 

% of  households 
with  access  to  basic 
level  of  electricity 

Number  of 
households  with 
access  to  basic 
level  of  electricity 

Number  of  backlogs 
with  the  access  to 
basic  level  of 
electricity 

Number  of  backlogs 
with  the  access  to 
basic  level  of 
electricity 

To  upgrade 
Jouberton  main 
substation  to 
ensure  adequate 
supply  of  electricity 

Objectives 

To  purchase 
vehicles  and  plant 
to  better  service 
delivery 

To  purchase 
vehicles  and  plant 
to  better  service 
delivery 

Objectives 

To  provide  basic 
municipal  services 
to  ensure  access  to 
electricity  (National 
Indicator) 

To  provide  basic 
municipal  services 
to  ensure  access  to 
electricity  (National 
Indicator) 

To  provide  basic 
municipal  services 
to  ensure  access  to 
electricity  (National 
Indicator) 

To  provide  basic 
municipal  services 
to  ensure  access  to 
electricity  (National 
Indicator) 

5.88% 

Weighting 

30 

30 

/> 

5.88% 

Weighting 

5^  ; 

30  1 

30  1 

6 1 

35  i 

30  1 

30  ( 

A 1 

30 

30 

ri 

^5 

00 

00 

in 

juaudoiaAaa  anpruisayui 
/iBAiiaa  ao!^Jas 

iA 

Key 

Performance 
Area  (KPA) 
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Number  of 
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Tenders. 

Advertisements. 

Data  base. 
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Adjudication 

committee  minutes. 

Printout  from  Main 

Ledger  Account 

Printout  from  Main 

Ledger  Account 

Printout  from  Main 

Ledger  Account 
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Remedial 

Action 

Reason  for 
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Quarterly 
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R1, 790,938,000 
100% 
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Disclaimers  in  Audit 
Report  for  the  Financial 
year  10/1 1 from  100%  to 
80%  by  June  2013 

Improving  the  Supply 
Chain  Management 
process  by  reducing  the 
turn-around  time  from  6 
months  to  3 months  by 
June  2013 

Quarterly  operational 
expenditure  as  a 
percentage  of  planned 
expenditure 
(R1, 790, 938,000)  by 

June  2013 

Quarterly  capital 
expenditure  as  a % of 
planned  capital 
expenditure 

(R1 52,1 72,000)  by  June 
2013 

4%  of  operational  budget 
spent  on  repairs  and 
maintenance  at  a cost  of 
R74,536,000  by  June 
2013 

Key  Performance 
Indicators  (KPI) 

% of  Reducing  the 
number  of  Disclaimers 
in  Audit  Report  for  the 
Financial  year  1 0/1 1 to 
100% 

Supply  Chain 
Management  process 
improved 

Quarterly  operational 
expenditure  as  a 
percentage  of  planned 
expenditure 

Quarterly  capital 
expenditure  as  a % of 
planned  capital 
expenditure 

% of  operational 
budget  spent  on 
repairs  and 
maintenance 

Objectives 

To  reduce  disclaimers  to 
obtain  a clean  audit  report 

To  improve  the  Supply 
Chain  Management 
process 

To  control  expenditure 
management  to  ensure 
financial  sustainability 

To  control  expenditure 
management  to  ensure 
financial  sustainability 

To  control  expenditure 
management  to  ensure 
financial  sustainability 
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Printout  from  Main 
Ledger  Account 

Cost  Coverage 

Print 

Debt  Coverage 

Print 

Outstanding 

Service  Print  & 

Calculations 

Prints  & 

Calculations  on 

Financial  Indicators 

R1 2,354.600 

10% 

R55.595,700 

45% 

R92,659,500 

75% 

R1 23.546.000 
100% 

0.09 

35.00% 

37.50% 

40.00% 

42.50% 
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GO 
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76% 

74% 
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9Z8 

880 

%e 

MIG  expenditure  as  95  % 
of  annual  allocation 
(R1 23,546,000)  by  June 
2013 

Cost  coverage  ratio  for 
201 1/12  by  August  2012 
A=(B+C)/D 

Where: 

“A"  represents  cost  coverage 
“B"  represents  all  ava 

Debt  coverage  ratio  for 
201 0/1 1 by  August  201 1 
A=(B-C)  / D 

Where: 

“A”  represents  debt  coverage 

“B"  represents  total  operating 

revenue  received 

“C”  represents  operating 

grants 

“D”  represe 

Outstanding  Service 
Debtors  to  Revenue  ratio 
for  2010/1 1 by  August 
2011 

A=B/C 

Where: 

“A"  represents  outstanding 
service  debtors  to  revenue 
“B"  represents  total 
outstanding  service  debtors 

6%  Increase  (from 
current  80%  to  86%)  in 
annual  service  debtors 
collection  rate  by  June 

2013 

MIG  expenditure  a % 
of  annual  allocation 

% of  Cost  coverage 
ratio  for  2011/12 

% of  Debt  coverage 
ratio  for  2010/11 

% Increase  in  annual 
debtors  collection  rate 

To  control  expenditure 
management  to  ensure 
financial  sustainability 

Financial  Viability 
expressed 
(National  Key 

Performance  Indicators) 

Financial  Viability 
expressed 
(National  Key 

Performance  Indicators) 

Financial  Viability 
expressed 
(National  Key 

Performance  Indicators) 

To  increase  Payments 
Received  vs.  Monthly 
Levies  (Collection  rate  of 
billings) 
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Prints  & 
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Financial  Indicators 

Printout  from  Main 

Ledger  Account 

Printout  from  Main 

Ledger  Account 

Printout  from  Main 

Ledger  Account 

Time  Table 

Council 

Resolution 

Council 

Resolution 

Letters  of  Intent 
to  purchasers 

Recover 
resolved  stands 

20% 

25% 

30% 

35% 

90.00% 
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82.50% 

80.00% 

0^ 
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06 

8.50% 
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2013/14  Budget 
Process  Plan 
tabled 

2013/14  Draft 

budget  approved 
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approved 
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Identifying  and 
recovering  non-paidand 
non-developed  Council 

sold  stands  older  than  10 
years  by  June  2013 

Amount  of  rand  value 
debtors  outstanding  as 
35%  of  own  revenue  by 
June  2013 

Reduce  debt  over  90 
days  from  90%  to  80% 
by  June  2013 

90  % of  debt  collected  as 
a percentage  of  money 
owed  to  the  municipality 
by  June  2013 

Tabling  the  2013/14 
budget  planning  process 
time  table  by  31  August 
2012 

Approving  the  2013/14 
draft  budget  by  March 
2013 

Approving  the  final 
2013/14  budget  by  31 

May  2013 

Non-paid  and  non- 
developed  Council  sold 
stands  older  than  10 
years  identified  and 
recovered 

R value  debtors 
outstanding  as  a % of 
own  revenue 

% of  debt  over  90  days 

% of  debt  collected  as 
a percentage  of  money 
owed  to  the 
municipality 

2013/14  Budget 
planning  process  time 
table  tabled 

2013/14  Draft  budget 
approved 

Final  2013/14  budget 
approved 

To  identify  and  recover 
non-paid  and  non- 
developed  Council  sold 
stands  to  enhance 
revenue 

To  control  debt 
management  to  ensure 
financial  sustainability 

— 

To  control  debt 
management  to  ensure 
financial  sustainability 

To  control  debt 
management  to  ensure 
financial  sustainability 

To  approve  the  budget  in 
order  to  comply  with 
legislation 

To  approve  the  budget  in 
order  to  comply  with 
legislation 

To  approve  the  budget  in 
order  to  comply  with 
legislation 
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valuation  roll  (part  1)  for 
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of  R3, 500, 000  by  June 
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policy  to  regulate 
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Drafting  and 
implementing  an  User 
Account  policy  to 
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Policy  by  March  2013 
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Skills  audit 

Notices  & 

Attendance 

Register 

SCM  process 

Appointment  of 

service 

providers 

Trainees 

Notices  & 

Attendance 

Register 

Report  to 

Council 

resolution 
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Conduct  a skills 
audit  and  draft 
support 
programme 

SCM  process 

Implement 

support 

programme 

1 Event 

1 Event 

1 Event 

1 Event 
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Implementing  the 
councillor  and  ward 
committees  support 
programmes  at  a cost  of 
R500,000byJune  2013 

Conducting  4 moral  re- 
generation workshops  in 
KOSH  at  a cost  of 
R250,000  by  June  2013 

Councillor  and  ward 
committees  support 
programmes 
implemented 

Number  of  moral  re- 
generation 
workshops  in  KOSH 
conducted 

To  promote  socio- 
economic well  being  of 
councillors  and  ward 
committees 

To  conducted  moral  re- 
generations workshops 
as  per  National 
legislation 
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Notice  & 
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Register 

Notice  & 
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Register 

Register  & 
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Vote 

Marketing 

strategy  plan 
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resolution. 
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resolution. 

Approved  policy. 

Council 
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LED  strategy  and  plans  are 
aligned  with  PGDS  by 

March  2013 

Conducting  12  LED 
consultation  meetings  with 
stakeholders  by  June  2013 

Conducting  4 SMME 
workshops  to  capacitate 
SMME's  by  June  2013 

Spending  R706,894  on 
marketing  according  to 
marketing  strategy  plan  by 
June  2013 

Revising  of  the  Access  to 
Information  Policy  by  March 
2013 

Approving  of  the  Media 
Relations  Policy  by 
December  2012 

Approving  of  the  Events 
Management  Policy  by 
December  2012 

LED  strategy  and 
plans  aligned 

Number  of  LED 
consultation  meetings 
conducted  with 
stakeholders 

Number  of  SMME 
workshops  conducted 
to  capacitate  SMME's 

R value  spent  on 
marketing  activities 

Access  to  Information 
Policy  revised 

Media  Relations 

Policy  approved 

Events  Management 
Policy  approved 

To  ensure  alignment 
between  LED 
strategies  and  PGDS 
to  comply  with 
legislation 

To  conduct 
consultations  meeting 
to  assist  SMME's 

To  conduct 
workshops  to  assist 
SMME's 

To  do  city  marketing 
to  promote  the  city 

To  revise  the 
Communication 

Policy  to  create 
internal  and  external 
awareness  on 
corporate 
communication 

To  approve  the 
Communication 

Policy  to  create 
internal  and  external 
awareness  on 
corporate 
communication 
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Approved  policy. 

Council 

resolution. 

Approved  policy. 

Council 

resolution. 

Communiques 

Newsletters 

Notices 

Attendance 

Registers 

Report  & 

Council 

Resolution 

Register  & 

Income  Vote 

Register  & 

Income  Vote 

Task  Team  & 
workshops 

Approved  policy 

Task  Team  & 
workshops 

Approved  policy 

Approved 

strategy 

R 227,087 

R 454,174 

R 681,261 
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R 335,963 

R 503,945 

R 671 ,926 
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Revising  of  the  Crises 
Communication  Policy  by 
December  2012 

Revising  of  the  City 

Branding  Policy  by 
December  2012 

Compiling  & Distributing  4 
internal  communiques  to 
all  employees  of  Council  by 
June  2013 

Compiling  & Distributing  4 
external  publications 
regarding  Council  affairs  to 
the  community  by  June 

2013 

Drafting  a Communication 
Strategy  by  August  2012 

Total  income  of  R908,348 
collected  from  rental  estate 
by  June  2013 

Total  income  of  R671 ,926 

collected  from  ripening  & 
cooling  rooms  by  June 

2013 

Crises 

Communication 

Policy  revised 

City  Branding  Policy 
revised 

Number  of  internal 
communiques 
compiled  & 
distributed  to  all 
employees  of  Council 

Number  of  external 
publications  compiled 
& distributed 
regarding  Council 
affairs  to  the 
community 

Communication 
Strategy  drafted 

Total  income 

collected  from  rental 
estate 

Total  income 

collected  from 

ripening  rooms 

To  revise 
Communication 

Policy  to  create 
internal  and  external 
awareness  on 
corporate 
communication 

To  distribute  internal 
& external 

newsletters  to  ensure 
transparency  with 
Council  affairs 

1 0 draft  the 
Communication 
strategy  to  comply 
with  legislation 

1 0 collect  income  to 
ensure  effective 
financial  viability 
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Register  & 

Income  Vote 

Register  & 

Income  Vote 

Register  & 

Income  Vote 

i 

s 

1 

CM 

R 3,725,398 

R 7,450,780 

R 11,176,193 

R 14,901,591 

R 18,880 

R 37,761 
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Total  income  of 

R1 4,901 ,591  collected  from 
market  dues  by  June  2013 

Total  income  of  R75,521 
collected  from  rental  of 
carriage  by  June  201 3 

Total  income  of  R61, 083 
collected  from  agent  selling 
transaction  fees  by  June 
2013 

Total  income 
collected  from  market 
dues 

Total  income 
collected  from  rental 
ofcarraige 

Total  income 
icollected  from  agent 

selling  transaction 
fees 

To  collect  income  to 
ensure  effective 
financial  viability 
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No 

Wards 

Project  name  (list  of  projects  which  will  be  implemented  for 
the  2011/12  FY  including  the  PMU  admin  fees) 

Budget 

WATER 

1 

32 

Khuma  Bulk  Water  Supply:  10ml  Reservior 

7,500,000 

2 

Water  Supply  to  Rural  Schools  & Clinics 

2,000,000 

9,500,000 

SEWER 

3 

8 

llncrease  Capacity  - Hartbeestontein  WWTP:  Phase  1 (Mechanical) 

14,392,332 

14,392,332 

ROADS 

4 

5,6,7,8,9,10,12,13,14 

Paving  of  Taxi  Routes  & Stormwater:  Jouberton:  Phase  6 

13,000,000 

5 

1,2 

Paving  of  Taxi  Routes  & Stormwater:  Tigane:  Phase  6 

7,200,000 

6 

31,32,33,34,35 

Paving  of  Taxi  Routes  & Stormwater:  Khuma:  Phase  6 

7,200,000 

7 

3,4 

Paving  of  Taxi  Routes  & Stormwater:  Alabama:  Phase  5 

7,200,000 

8 

20,22,23,25,26 

Paving  of  Taxi  Routes  & Stormwater:Kanana:  Phase  6 

7,200,000 

9 

6,8 

Main  Storm-water  Drainage  - Jouberton:  Phase  4 

6,000,000 

10 

35 

Stone  Pitching  & Lining  of  Storm-water  Drainage  - Khuma:  Phase  2 

3,757,000 

11 

next  to  kanana  circle 

Stone  Pitching  & Lining  of  Storm-water  Drainage  - Kanana:  Phase  1 

5,000,000 

12 

26,29,30 

Rehabilitation  of  Landfill  site:  KOSH 

14,196,668 

70,753,668 

ELECTRICITY 

13 

22,23,25,26 

Installation  of  Highmast  Lights:  Kanana:  Phase  5 

2,000,000 

14 

1,2 

Installation  of  Highmast  Lights:  Tigane:  Phase  2 

2,000,000 

15 

4 

Installation  of  Highmast  Lights:  Alabama  Ext  3 (Phase  1) 

2,000,000 

16 

12 

Installation  of  Highmast  Lights:  Jouberton  Extension  24  (Phase  2) 

2,000,000 

17 

1, 2,3,4 

Upgrading  Mechanical,  Electrical  Equipment  and  Pumpstations:  (Volume  4) 

8,000,000 

16,000,000 

COMMUNITY  SERVICES 

18 

JOevelopment  of  Cemetries(KOSH) 

1,200,000 

1,200,000 

SPORTS  ARTS  & CULTURE 

19 

25 

Upgrading  of  Kanana  Sports  Stadium 

2,000,000 

20 

35 

Upgrading  of  Khuma  Sports  Stadium 

3,000,000 

21 

3 

Upgrading  of  Alabama  Sports  Stadium 

2,000,000 

22 

1 

Upgrading  of  Tigane  Sports  Stadium 

2,000,000 

9,000,000 

23 

PMU:  Admin 

1,200,000 

1,200,000 

122,046,000 
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ROLL  OVERS 

NO 

WARDS 

PROJECT  DESCRIPTION 

1 

4-7 

Khuma  Bulk  Supply  Phase  2 

2 

4-7 

Khuma  Bulk  Water  Phase  2B  - Pressure  Tower 

3 

2 

Refurbishment  of  the  Zink  Tank:  Tigane  Ext.  4 

4 

1.2 

Increase  Capacity  - Hartbeesfontein  WWTP  (Phase  1)  (Civil) 

5 

Paving  taxi  routes  Jouberton  (Phase  4B) 

6 

25,  28 

Kanana-Paving  of  Taxi  Routes  and  Storm  Water  Drainage  - Lenong  Road  (Phase  2B) 

7 

3 

Alabama-Paving  of  Taxi  Routes  (Phase  4) 

8 

1 

Tigane-Paving  of  Taxi  Routes  (Phase  5) 

9 

14-19,21-23 

Main  Storm-water  Drainage  - Jouberton  (Phase  3) 

10 

14-19,21-23 

Jouberton-Paving  of  Taxi  Routes  (Phase  5) 

11 

24-29 

Kanana-Paving  of  Taxi  Routes  (Phase  5) 

12 

4-7 

Khuma-Paving  of  Taxi  Routes  (Phase  5) 

13 

21 

Upgrading  Mechanical  Electrical  Equipment  and  Pumpstations  (Volume  3) 

14 

various  wards 

Kanana  Highmast  Lights  (Phase  4)  (various  wards) 

15 

12 

Jouberton  Highmast  Lights  (Extension  24)  (ward  12)  (Phase  1) 

16 

8,9,30 

KOSH  - Building  of  Flea  Market  Shelters  for  Entrepreneurs( Phase  3) 

17 

Development  of  New  Cemetery  in  Jouberton 
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ANNEXURE  "E" 


Capital  works  Plans 

IDP  Projects 
Council  funded 
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DIRECTORATE:  CIVIL  ENGINEERING 
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REQUEST  • DISTRICT  TO  FUND  2012-2013 

I Upgrading  N12/Benii  Oliphant  Intersection 

1 Completion  of  incomplete  toilets 

1 Township  establishment  Alabama 

Re-layout  of  Tigane  ext,  5 

1 Township  establishment:  Kanana  ext.  15 
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1 R 1,500,000 

1 R 1,500, 000 
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WA  1 bK:  Water  supply  - Dawkinsville 

WA  1 bK:  Khuma  bulk  water  supply  phase  3 
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IDP  Projects 
MIC  funded 
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Approved  by  the  Executive  Mayor  of  the 
City  of  Matlosana 


Zo-  • '2o\i 

DATE 
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EM 

27/2012 


SERVICE  DELIVERY  AND  BUDGET  IMPLEMENTATION 
PLAN  & PERFORMANCE  AGREEMENTS:  2012/2013 


2/6/4 


RESOLVED: 

(a)  That  cognizance  be  taken  of  the  2012/2013  Service  Delivery  and  Budget 
Implementation  Plan  and  Performance  Agreements  of  the  Municipal  Manager 
and  Managers  directly  accountable  to  the  Municipal  Manager. 

(b)  That  the  2012/2013  Service  Delivery  and  Budget  Implementation  Plan  and 
Performance  Agreements  of  the  Municipal  Manager  and  Managers  directly 
accountable  to  the  Municipal  Manager  be  approved. 

(c)  That  the  2012/2013  Performance  Agreements  of  the  Municipal  Manager  and 
Managers  directly  accountable  to  the  Municipal  Manager  be  submitted  to 
Council  and  MEC  for  Local  Government  in  the  Province  in  terms  of  the  Municipal 
Finance  Management  Act,  no  56  of  2003,  Section  53  (3)  (b). 

(d)  That  the  relevant  notice  be  placed  in  the  newspapers  and  the  Council  website 
accordingly. 


2jo  - / 2... . 


EXECUTIVE  MAYOR 


DATE 


SERVICE  DELIVERY  AND  BUDGET  IMPLEMENTATION  2/6/4 

PLAN  AND  PERFORMANCE  AGREEMENTS:  2012/2013  (pmc) 

FINANCIAL  YEAR 


PURPOSE 


To  submit  to  the  Executive  Mayor  the  Service  Delivery  and  Budget  Implementation  Plan  and 
Performance  Agreements  for  the  2012/2013  financial  year  for  approval. 


BACKGROUND 


In  terms  of  the  MFMA  Chapter  8 Section  69  (3)  (a)  (b)  the  Accounting  Officer  must  not  later 
than  14  days  after  the  approval  of  an  annual  budget  submit  to  the  Mayor  - 

(c)  a draft  Service  Delivery  and  Budget  Implementation  Plan  for  the  budget  year  and 

(d)  drafts  of  the  annual  Performance  Agreements  as  required  in  terms  of  Section  57  (1) 
(b)  of  the  Municipal  Systems  Act  for  the  Municipal  Manager  and  all  Senior 
Managers. 

Further  in  terms  of  the  MFMA  Chapter  7 Section  53  (c)  (ii)  (iii) 

Take  all  reasonable  steps  to  ensure  - 

(iv)  that  the  Municipality’s  Service  Delivery  and  Budget  Implementation  Plan  is  approved 
by  the  Mayor  within  28  days  after  the  approval  of  the  budget;  and 

(v)  that  the  annual  Performance  Agreements  as  required  in  terms  of  Section  57  (1)  (b)  of 
the  Municipal  Systems  Act  for  the  Municipal  Manager  and  all  Senior  Managers  - 

(aa)  comply  with  this  Act  in  order  to  promote  sound  financial  management 

(bb)  are  linked  to  the  measurable  performance  objectives  approved  with  the 
budget  and  the  Service  Delivery  and  Budget  Implementation  Plan;  and 

(cc)  are  concluded  in  accordance  with  Section  57  (2)  of  the  Municipal  System  Act 


RECOMMENDATION 

(a)  That  cognizance  be  taken  of  the  2012/2013  Service  Delivery  and  Budget 
Implementation  Plan  and  Performance  Agreements  of  the  Municipal  Manager  and 
Managers  directly  accountable  to  the  Municipal  Manager. 

(b)  That  the  2012/2013  Service  Delivery  and  Budget  Implementation  Plan  and 
Performance  Agreements  of  the  Municipal  Manager  and  Managers  directly 
accountable  to  the  Municipal  Manager  be  approved. 

(c)  That  the  2012/2013  Performance  Agreements  of  the  Municipal  Manager  and 
Managers  directly  accountable  to  the  Municipal  Manager  be  submitted  to 


Council  and  MEC  for  Local  Government  in  the  Province  in  terms  of  the  Municipal 
Finance  Management  Act,  no  56  of  2003,  Section  53  (3)  (b). 

(d)  That  the  relevant  notice  be  placed  in  the  newspapers  and  the  Council  website 
accordingly. 


SUBMITTED  FOR  CONSIDERATION 


LOCAl?  GOVERNMENT:  MUNICIPAL  SYSTEMS  AGT, 
2000  (32  # 2006),  AS  AMENDED  ^ ^ 


AND 


LOCAL  GOVERNMENT:  MUNICIPAL  PERFORMANCE  REGULATION  FOR 


. ... 

uiSii&Es®  ®"‘'  ‘’®*wee0 


The  CITY  OF  MATLOSANA  herein  represented  by 


M.K.  KHAUOE 

in  his  capacity  as 


Executive  Mayor 

(hereinafter  referred  to  as  the  Employer) 


And 

E.T.  MOTSEMME 

As  the 

Municipal  Manager 

(hereinafter  referred  to  as  the  Employee) 

For  the  Period 
1 July  2012  to  30  June  2013 


>/ 


^\ir^ 
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PERFORMANCE  AGREEMENT 


ENTERED  INTO  BY  AND  BETWEEN: 

The  CITY  OF  MATLOSANA  herein  represented  by  MICHAEL  KAGISO  KHAUOE  (ID  NR. 
6206235864086)  in  his  capacity  as  EXECUTIVE  MAYOR  (hereinafter  referred  to  as  the  Employer)  and 
ELIE  TSIETSI  MOTSEMME  (ID  NR.  6506135623080)  in  his  capacity  as  the  MUNICIPAL  MANAGER  of 

the  Municipality  (hereinafter  referred  to  as  the  Employee). 


WHEREBY  IT  IS  AGREED  AS  FOLLOWS: 


1.  INTRODUCTION 

1.1  The  Employer  has  entered  into  a contract  of  employment  with  the  Employee  in  terms  of 
section  57(1)(a)  of  the  Locai  Government:  Municipal  Systems  Act  32  of  2000  (“the  Systems 
Act").  The  Employer  and  the  Employee  are  hereinafter  referred  to  as  “the  Parties”. 

1.2  Section  57(1  )(b)  of  the  Systems  Act,  read  with  the  Contract  of  Employment  concluded 
between  the  parties,  requires  the  parties  to  conclude  an  annual  performance  agreement. 

1 .3  The  parties  wish  to  ensure  that  they  are  clear  about  the  goals  to  be  achieved,  and  secure  the 
commitment  of  the  Employee  to  a set  of  outcomes  that  will  secure  local  government  policy 
goals. 

1 .4  The  parties  wish  to  ensure  that  there  is  compliance  with  Sections  57(4A),  57(4B)  and  57(5)  of 
the  Systems  Act  and  Section  57(4C)  of  the  Systems  Amendment  Act. 


2.  PURPOSE  OF  THIS  AGREEMENT 

The  purpose  of  this  Agreement  is  to  - 

2.1  compiy  with  the  provisions  of  Section  57(1)(b),(4A),(4B)  and  (5)  of  the  Systems  Act , Section 
57(4C)  of  the  Systems  Amendment  Act,  as  well  as  the  employment  contract  entered  into 
between  the  parties; 

2.2  specify  objectives  and  targets  defined  and  agreed  with  the  employee  and  to  communicate  to 
the  empioyee  the  empioyer’s  expectations  of  the  employee’s  performance  and 
accountabilities  in  alignment  with  the  Integrated  Development  Plan  (IDP),  Service  Delivery 
and  Budget  Implementation  Plan  (SDBIP)  and  the  Budget  of  the  municipality; 

2.3  specify  accountabilities  as  set  out  in  a performance  plan,  which  forms  an  Annexure  to  the 
Performance  Agreement; 

2.4  monitor  and  measure  performance  against  set  targeted  outputs; 

2.5  use  the  Performance  Agreement  as  the  basis  for  assessing  whether  the  employee  has  met 
the  performance  expectations  applicable  to  his  or  her  job; 

2.6  in  the  event  of  outstanding  performance,  to  appropriately  reward  the  employee;  and 

2.7  give  effect  to  the  employer’s  commitment  to  a performance-orientated  relationship  with 
employee  in  attaining  equitable  and  improved  service  delivery. 
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3  COMMENCEMENT  AND  DURATION 


3.1  This  Agreement  will  commence  on  the  1 JULY  2012  and  will  remain  in  force  until  30  JUNE 
2013  thereafter  a new  Performance  Agreement,  Performance  Plan  and  Personal 
Development  Plan  shall  be  concluded  between  the  parties  for  the  next  financial  year  or  any 
portion  thereof. 

3.2  This  Agreement  wili  terminate  on  the  termination  of  the  Employee’s  contract  of  employment. 

3.3  The  content  of  this  Agreement  may  be  revised  at  any  time  during  the  above-mentioned 
period  to  determine  the  applicability  of  the  matters  agreed  upon. 

3.4  If  at  any  time  during  the  validity  of  this  Agreement  the  work  environment  alters  (whether  as  a 
result  of  government  or  council  decisions  or  otherwise)  to  the  extent  that  the  contents  of  this 
Agreement  are  no  longer  appropriate,  the  contents  shall  immediately  be  revised. 


4  PERFORMANCE  OBJECTIVES 


4.1  The  Performance  Plan  (Annexure  A)  sets  out- 

4.1.1  the  performance  objectives  and  targets  that  must  be  met  by  the  Employee;  and 

4.1.2  the  time  frames  within  which  those  performance  objectives  and  targets  must  be  met. 

4.2  The  performance  objectives  and  targets  reflected  in  the  Performance  Plan  (Annexure  A)  are 
set  by  the  Employer  in  consultation  with  the  Employee  and  based  on  the  Integrated 
Development  Plan  (IDP),  Service  Delivery  and  Budget  Implementation  Plan  (SDBIP)  and  the 
Budget  of  the  Employer,  and  shall  include  key  objectives;  key  performance  indicators;  target 
dates  and  weightings. 

4.2.1  The  key  objectives  describe  the  main  tasks  that  need  to  be  done. 

4.2.2  The  key  performance  indicators  provide  the  details  of  the  evidence  that  must  be 
provided  to  show  that  a key  objective  has  been  achieved. 

4.2.3  The  target  dates  describe  the  timeframe  in  which  the  work  must  be  achieved. 

4.2.4  The  weightings  show  the  relative  importance  of  the  key  objectives  to  each  other. 

4.3  The  Employee’s  performance  will,  in  addition,  be  measured  in  terms  of  contributions  to  the 
goals  and  strategies  set  out  in  the  Employer's  Integrated  Development  Plan. 

5  PERFORMANCE  MANAGEMENT  SYSTEM 


5.1  The  Employee  agrees  to  participate  in  the  performance  management  system  that  the 
Employer  adopts  or  introduces  for  the  Employer,  management  and  municipal  staff  of  the 
Employer. 


5.2 


5.3 


The  Employee  accepts  that  the  purpose  of  the  performance  management  system  will  be  to 
provide  a comprehensive  system  with  specific  performance  standards  to  assist  the 
Employer,  management  and  municipal  staff  to  perform  to  the  standards  required. 


The  Employer  will  consult  the  Employee  about  the  specific  performance  standards  that  will  I 
be  included  in  the  performance  management  system  as  applicable  to  the  Employee. 


a 
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The  Employee  undertakes  to  actively  focus  towards  the  promotion  and  implementation  of  the 
KPAs  (including  special  projects  relevant  to  the  employee’s  responsibilities)  within  the  local 
government  framework. 

The  criteria  upon  which  the  performance  of  the  Employee  shall  be  assessed  shall  consist  of 
two  components,  both  of  which  shali  be  contained  in  the  Performance  Agreement. 

5.5.1  The  Employee  must  be  assessed  against  both  components,  with  a weighting  of 
80:20  allocated  to  the  Key  Performance  Areas  (KPAs)  and  the  Core  Competency 
Requirements  (CCRs)  respectively. 

5.5.2  Each  area  of  assessment  will  be  weighted  and  will  contribute  a specific  part  to  the 
total  score. 

5.5.3  KPAs  covering  the  main  areas  of  work  will  account  for  80%  and  CCRs  will  account 
for  20%  of  the  final  assessment. 

The  Employee’s  assessment  will  be  based  on  his  / her  performance  in  terms  of  the  outputs  / 
outcomes  (performance  indicators)  identified  as  per  attached  Performance  Plan  (Annexure 
A),  which  are  linked  to  the  KPA’s,  and  will  constitute  80%  of  the  overall  assessment  result  as 
per  the  weightings  agreed  to  between  the  Employer  and  Employee; 


Key  Performance  Areas  (KPA’s) 

Weighting 

Basic  Service  Delivery 

29% 

Municipal  Institutional  Development  and  Transformation 

17% 

Local  Economic  Development  (LED) 

3% 

Municipal  Financial  Viability  and  Management 

44% 

Good  Governance  and  Public  Participation 

7% 

Total 

1 00% 

In  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  key  performance 
areas  related  to  the  functional  area  of  the  relevant  manager  must  be  subject  to  negotiation 
between  the  municipal  manager  and  the  relevant  manager. 

The  CCRs  will  make  up  the  other  20%  of  the  Employee’s  assessment  score.  CCRs  that  are 
deemed  to  be  most  critical  for  the  Employee’s  specific  job  should  be  selected  (V)  from  the  list 
below  as  agreed  to  between  the  Employer  and  Employee.  Three  of  the  CCRs  are 
compulsory  for  Municipal  Managers: 


CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 


CORE  MANAGERIAL  COMPETENCIES  (CMC) 

^l 

WEIGHT 

Strategic  Capability  and  Leadership 

V 

5% 

Programme  and  Project  IManagement 

Financial  Management 

compulsory 

15% 

Change  Management 

Knowledge  Management 

Service  Delivery  Innovation 

Problem  Solving  and  Analysis 

V 

5% 

People  Management  and  Empowerment 

compulsory 

10% 

Client  Orientation  and  Customer  Focus 

compulsory 

10% 

Communication 

CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 

CORE  MANAGERIAL  COMPETENCIES  (CMC) 

V 

WEIGHT 

Honesty  and  Integrity 

V 

10% 

CORE  OCCUPATIONAL  COMPETENCIES  (COC) 

Competence  in  Self  Management 

Interpretation  of  and  implementation  within  the  legislative 
an  national  policy  frameworks 

5% 

Knowledge  of  Performance  Management  and  Reporting 

V 

10% 

Knowledge  of  global  and  South  African  specific  political, 
social  and  economic  contexts 

Competence  in  policy  conceptualisation,  analysis  and 
implementation 

5% 

Knowledge  of  more  than  one  functional  municipal  field  / 
discipline 

■V 

5% 

Skills  in  Mediation 

Skills  in  Governance 

V 

5% 

Competence  as  required  by  other  national  line  sector 
departments 

Exceptional  and  dynamic  creativity  to  improve  the 
functioning  of  the  municipality 

V 

15% 

TOTAL 

100% 

6.  EVALUATING  PERFORMANCE 

6.1  The  Performance  Plan  (Annexure  A)  to  this  Agreement  sets  out  - 

6.1.1  the  standards  and  procedures  for  evaluating  the  Employee’s  performance;  and 

6.1.2  the  intervals  for  the  evaluation  of  the  Employee’s  performance. 

6.2  Despite  the  establishment  of  agreed  intervals  for  evaluation,  the  Employer  may  in  addition 
review  the  Employee's  performance  at  any  stage  while  the  contract  of  employment  remains  in 
force. 

6.3  Personal  grovdh  and  development  needs  identified  during  any  performance  review  discussion 
must  be  documented  in  a Personal  Development  Plan  as  well  as  the  actions  agreed  to  and 
implementation  must  take  place  within  set  time  frames. 

6.4  The  Employee’s  performance  will  be  measured  in  terms  of  contributions  to  the  goals  and 
strategies  set  out  in  the  Employer’s  SDBiP. 

6.5  The  annual  performance  appraisal  will  involve: 

6.5.1  Assessment  of  the  achievement  of  results  as  outlined  in  the  Performance  Plan: 

(a)  Each  KPA  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  or  performance  indicators  have  been  met  and  with  due  regard  to  ad 
hoc  tasks  that  had  to  be  performed  under  the  KPA. 

(b)  An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  KPA. 

(c)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.3  below) 
must  then  be  used  to  add  the  scores  and  calculate  a final  KPA  score. 
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6,5.2  Assessment  of  the  CCRs 


(a)  Each  CCR  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  have  been  met. 

(b)  An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  CCR. 

(c)  This  rating  should  be  multiplied  by  the  weighting  given  to  each  CCR  during  the 
contracting  process,  to  provide  a score. 

(d)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.1)  must  then 
be  used  to  add  the  scores  and  calculate  a final  CCR  score. 

6.5.3  Overall  rating 

An  overall  rating  is  calculated  by  using  the  applicable  assessment-rating  calculator.  Such 

overall  rating  represents  the  outcome  of  the  performance  appraisal. 


6.6  The  assessment  of  the  performance  of  the  Employee  will  be  based  on  the  following 
rating  scale  for  KPA’s  and  CCRs: 


Level 

Terminology 

Description 

Rating 

1 2 3 4 5 

5 

Outstanding 

performance 

Performance  far  exceeds  the  standard 
expected  of  an  employee  at  this  level.  The 
appraisal  indicates  that  the  Employee  has 
achieved  above  fully  effective  results  against 
all  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan 
and  maintained  this  in  all  areas  of 
responsibility  throughout  the  year. 

4 

Performance 

significantly 

above 

expectations 

Performance  is  significantly  higher  than  the 
standard  expected  in  the  job.  The  appraisal 
indicates  that  the  Employee  has  achieved 
above  fully  effective  results  against  more  than 
half  of  the  performance  criteria  and  indicators 
and  fully  achieved  all  others  throughout  the 
year. 

3 

Fully  effective 

Performance  fully  meets  the  standards 
expected  in  all  areas  of  the  job.  The  appraisal 
indicates  that  the  Employee  has  fully 
achieved  effective  results  against  all 
significant  performance  criteria  and  indicators 
as  specified  in  the  PA  and  Performance  Plan. 

2 

Not  fully  effective 

Performance  is  below  the  standard  required 
for  the  job  in  key  areas.  Performance  meets 
some  of  the  standards  expected  for  the  job. 
The  review/assessment  indicates  that  the 
employee  has  achieved  below  fully  effective 
results  against  more  than  half  the  key 
performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 

1 

. 
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Level 

Terminology 

Description 

Rating 

1 1 2 1 3 1 4 1 5 

1 

Unacceptable 

performance 

Performance  does  not  meet  the  standard 
expected  for  the  job.  The  review/assessment 
indicates  that  the  employee  has  achieved 
below  fully  effective  results  against  almost  all 
of  the  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 
The  employee  has  failed  to  demonstrate  the 
commitment  or  ability  to  bring  performance  up 
to  the  level  expected  in  the  job  despite 
management  efforts  to  encourage 

improvement. 

6.7  For  purposes  of  evaluating  the  annual  performance  of  the  Municipal  Manager,  an  evaluation 
panel  constituted  of  the  following  persons  must  be  established:- 

6.7.1  Executive  Mayor; 

6.7.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.7.3  Member  of  the  Mayoral  Committee; 

6.7.4  Mayor  and/or  Municipal  Manager  from  another  municipality;  and 

6.7.5  Member  of  a ward  committee  as  nominated  by  the  Executive  Mayor. 

6.8  For  purposes  of  evaluating  the  annual  Performance  of  Managers  directly  accountable  to  the 

Municipal  Manager,  an  evaluation  panel  constituted  of  the  following  persons  must  be 
established;- 

6.8.1  Municipal  Manager; 

6.8.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.8.3  Municipal  Manager  from  another  municipality. 

6.9  The  Manager  responsible  for  Human  Resources  of  the  municipality  must  provide  secretariat 

services  to  the  evaluation  panels  referred  to  in  paragraphs  6.7  and  6.8. 


7.  SCHEDULE  FOR  PERFORMANCE  REVIEWS 

7.1  The  performance  of  each  Employee  in  relation  to  his  / her  performance  agreement  shall  be 
reviewed  on  the  following  dates  with  the  understanding  that  reviews  in  the  first  and  third  quarter 
may  be  verbal  if  performance  is  satisfactory; 

First  quarter  : July  - September  2012 

Second  quarter  : October  - December  2012 

Third  quarter  January- March  2013 

Fourth  quarter  April  - June  2013 


7.2  The  Employer  shall  keep  a record  of  the  mid-year  review  and  annual  assessment  meetings. 


7.3  Performance  feedback  shall  be  based  on  the  Employer’s  assessment  of  the  Employee's 
performance. 

7.4  The  Employer  will  be  entitled  to  review  and  make  reasonable  changes  to  the  provisions  of 
(Annexure  A)  from  time  to  time  for  operational  reasons.  The  Employee  will  be  fully  consulted 
before  any  such  change  is  made. 


7 


7.5  The  Employer  may  amend  the  provisions  of  (Annexure  A)  whenever  the  performance 
management  system  is  adopted,  implemented  and  / or  amended  as  the  case  may  be.  In  that 
case  the  Employee  will  be  fully  consulted  before  any  such  change  is  made. 


8.  DEVELOPMENTAL  REQUIREMENTS 

The  Personal  Development  Plan  (PDP)  for  addressing  developmental  gaps  is  attached  as  (Annexure 
B). 


9.  OBLIGATIONS  OF  THE  EMPLOYER 

9.1  The  Employer  shall  - 

9.1.1  create  an  enabling  environment  to  facilitate  effective  performance  by  the  employee; 

9.1.2  provide  access  to  skills  development  and  capacity  building  opportunities: 

9.1.3  work  collaboratively  with  the  Employee  to  solve  problems  and  generate  solutions  to 
common  problems  that  may  impact  on  the  performance  of  the  Employee; 

9.1.4  on  the  request  of  the  Employee  delegate  such  powers  reasonably  required  by  the 
Employee  to  enable  him  / her  to  meet  the  performance  objectives  and  targets 
established  in  terms  of  this  Agreement:  and 

9.1.5  make  available  to  the  Employee  such  resources  as  the  Employee  may  reasonably 
require  from  time  to  time  to  assist  him  / her  to  meet  the  performance  objectives  and 
targets  established  in  terms  of  this  Agreement. 


10.  CONSULTATION 

1 0. 1 The  Employer  agrees  to  consult  the  Employee  timeously  where  the  exercising  of  the  powers 
will  have  amongst  others  - 

10.1.1  a direct  effect  on  the  performance  of  any  of  the  Employee's  functions; 

10.1.2  commit  the  Employee  to  implement  or  to  give  effect  to  a decision  made  by  the 
Employer;  and 

10.1.3  a substantial  financial  effect  on  the  Employer. 

10.2  The  Employer  agrees  to  inform  the  Employee  of  the  outcome  of  any  decisions  taken 
pursuant  to  the  exercise  of  powers  contemplated  in  10.1  as  soon  as  is  practicable  to  enable 
the  Employee  to  take  any  necessary  action  without  delay. 


11.  MANAGEMENT  OF  EVALUATION  OUTCOMES 


11.1 

11.2 


The  evaluation  of  the  Employee’s  performance  will  form  the  basis  for  rewarding  outstanding 
performance  or  correcting  unacceptable  performance. 


A performance  bonus  of  between  5%  to  14%  of  the  all-inclusive  annual  remuneration 
package  may  be  paid  to  the  Employee  in  recognition  of  outstanding  performance  to  be 
constituted  as  follows: 


1SVTC_. 
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11.2.1 


Performance  Score 

Performance  Bonus  Percentage 

From 

To 

130% 

133% 

5% 

134% 

137% 

6% 

138% 

141% 

7% 

142% 

145% 

8% 

146% 

149% 

9% 

150% 

153% 

10% 

154% 

157% 

11% 

158% 

161% 

12% 

162% 

165% 

13% 

166% 

169% 

14% 

11.3  In  the  case  of  unacceptable  performance,  the  Employer  shall  - 

11.3.1  provide  systematic  remedial  or  developmental  support  to  assist  the  Employee  to 
improve  his  or  her  performance;  and 

11.3.2  after  appropriate  performance  counselling  and  having  provided  the  necessary 
guidance  and/  or  support  as  well  as  reasonable  time  for  improvement  in 
performance,  the  Employer  may  consider  steps  to  terminate  the  contract  of 
employment  of  the  Employee  on  grounds  of  unfitness  or  incapacity  to  carry  out  his  or 
her  duties. 


12.  DISPUTE  RESOLUTION 

12.1  Any  disputes  about  the  nature  of  the  Employee's  performance  agreement,  whether  it  relates 
to  key  responsibilities,  priorities,  methods  of  assessment  and/  or  any  other  matter  provided 
for,  shall  be  mediated  by  - 

12.1.1  the  MEC  for  local  government  in  the  province  within  thirty  (30)  days  of  receipt  of  a 
formal  dispute  from  the  Employee;  or 

12.1.2  any  other  person  appointed  by  the  MEC. 

12.1.3  In  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  a member  of 
the  municipal  council,  provided  that  such  member  was  not  part  of  the  evaluation 
panel  provided  for  in  sub-regulation  27(4)(e)  of  the  Municipal  Performance 
Regulations,  2006,  within  thirty  (30)  days  of  receipt  of  a formal  dispute  from  the 
employee; 

whose  decision  shall  be  final  and  binding  on  both  parties. 

12.2  In  the  event  that  the  mediation  process  contemplated  above  fails,  clause  21.3  of  the  Contract 
of  Employment  shall  apply. 


13.  GENERAL 

13.1  The  contents  of  this  agreement  and  the  outcome  of  any  review  conducted  in  terms  of 
Annexure  A may  be  made  available  to  the  public  by  the  Employer. 


13.2  Nothing  in  this  agreement  diminishes  the  obligations,  duties  or  accountabilities  of  the 
Employee  in  terms  of  his/  her  contract  of  employment,  or  the  effects  of  existing  or  new 
regulations,  circulars,  policies,  directives  or  other  instruments. 

13.3  The  performance  assessment  results  of  the  Municipal  Manager  must  be  submitted  to  the 
MEC  responsible  for  local  government  in  the  relevant  province  as  well  as  the  national 
minister  responsible  for  local  government,  within  fourteen  (14)  days  after  the  conclusion  of 
the  assessment. 


Thus  done  and  signed  at  KLERKSDORP  on  this  the. . . . day  of  JUNE  2012. 


Thus  done  and  signed  at  KLERKSDORP  on  this  the.:?^:^..  day  of  JUNE  2012. 


AS  WITNESSES: 


1. 


EMPLOYER 
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MUNICIPAL  MANAGER 


IDP  PROJECTS 


Woject  ID. 

Item  Nr 

Key 

Performance 

Area(KPA) 

Weighting 

Objectives 

Key  Performance 
Indicators  (KPI) 

Annual  Target 

Revised 

Target 

Be 

IDP  - MIG 
Funding 

MM1 

Service  Delivery 
& Infrastructure 
Development 

3.33% 

IDP  Grants  spent  to 
ensure  the  upgrading 
and  maintenance  of 
infrastructure  in  the 
KOSH 

Spending  IDP  grants 

for  the  Directorate 
Civil  Services  and 
Human  Settiements 

Spending  IDP  MIG  grants  on 
the  Directorate  Civil 
Services  and  Human 
Settlements  at  a cost  of 
R94,646,000  by  June  2013 

IDP  - MIG 

Funding 

Roll-Over 

MM2 

Service  Delivery  & 
Infrastructure 
Development 

3.33% 

Spending  IDP  grants 

on  the  Directorate 
Civii  Services  and 
Human  Settiements  - 

Roll-Over 

Spending  IDP  MIG  roll-over 
grants  roll-over  for  the 

Directorate  Civil  Services 
and  Human  Settlements  at 

a cost  of  R67,264,564  by 
June  2013 

IDP- 
G rants 

MM3 

Service 
Delivery  & 
Infrastructure 
Development 

3.33% 

Spending  IDP  grants 
on  Electrical  & 
Mechanical 
Engineering 

Spending  IDP  MIG /DME 
grants  on  Electrical  & 
Mechanical  Engineering  at 

a cost  of  R 16,000,000  by 
June  2013 

IDP- 
G rants 
Roll-Over 

MM4 

Service  Delivery 
& Infrastructure 
Development 

3.33% 

Spending  IDP  grants 

on  Electrical  & 
Mechanical 
Engineering  - RolF 
Over 

Spending  IDP  MIG /DME 
roll-over  grants  for  Electrical 
& Mechanical  Engineering 
at  a cost  of  R1 2,241, 000  by 
June  2013 

IDP  - MIG 
Funding 

MM5 

Service 
Delivery  & 
Infrastructure 
Development 

3.33% 

Spending  IDP  grants 

on  Municipal  and 

Environmental 

Services 

Spending  IDP  MIG  grants  on 
Municipal  and 
Environmental  Services  at 

a cost  of  R 10,200,000  by 

June  2013 

IDP- 
G rants 
Roll-Over 

MM6 

Service 
Delivery  & 
Infrastructure 
Development 

3.33% 

Spending  IDP  grants 

on  Economic  Growth 
Roll-Over 

Spending  IDP  MIG  / DME 
roll-over  grants  for  Economic 
Growth  at  a cost  of 

R1, 000, 000  by  June  2013 

IDP- 

Council 

Funded 

MM7 

Service  Delivery 
& Infrastructure 
Development 

3.33% 

IDP  Council  Funded 
spent  to  ensure  the 
upgrading  and 
maintenance  of 
infrastructure  in  the 
KOSH 

Spending  IDP  council 
funds  on  the 

Directorate  Civil 
Services  and  Human 
Settlements 

Spending  IDP  council  funds 

on  the  Directorate  Civil 
Services  and  Human 
Settlements  at  a cost  of 

R21 ,500,000  by  June  2013 

IDP- 
Council 
Funded  - 
Roll-Over 

MM8 

Service 
Delivery  & 
Infrastructure 
Development 

3.33% 

Spending  IDP  council 
funds  on  Sanitation  - 
Roll-Over 

Spending  IDP  council  roll- 
over funds  on  Sanitation  at  a 
cost  of  R1 2,792,306  by 

March  2013 

IDP-  1 

Council 

Funded 

VIM9 

Service  Delivery 
& Infrastructure 
Development 

3.33% 

I 

I 

Spending  IDP  council 
funds  on  Electrical  & i 
Mechanical 

Engineering  < 

Spending  IDP  council  funds 

on  Electrical  & Mechanical 
Engineering  (Fleet)  at  a cost 
of  R4, 700,000  by  March  2013 
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IDP-  MM10 

Council 

Funded 


OPERATIONAL 


Compli-  MM  11 
ance 


Compli-  MM12 
ance 


Compli"  MM13 
ance 


Compli"  MM  14 
ance 


Compli-  MM15 
ance 


Compli-  MM  16 
ance 


Compli-  MM17 
ance 


o6 

I i § 

l?l 

Q is  O 

s 2 

els 

<D 

CO 


IDP  Council  Funded  ISpending  IDP  council  I Spending  IDP  council  funds 


Key 

Performance  Weighting 
Area(KPA) 


spent  to  ensure  the 
upgrading  and 
maintenance  of 
Infrastructure  in  the 
KOSH 


Objectives 


funds  on  Directorate 
Municipal  and 
Environmental 
Services 


key  Performance 
indicators  (KPI) 


on  the  Directorate 
Municipal  and 
Environmental  Services  at 

a cost  of  R2, 500, 000  by  June 
2013 


Annual  Target 


Revised 

Target 
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3.34% 

To  develop  and 
implement  a 5 year 
strategic  plan  for 
Council  to  ensure 
effective  direction 

5 Year  strategic  plan 
for  Council  developed 
and  implemented 

Developing  and  implementing 
a 5 year  strategic  plan  for 
Council  at  a cost  of  R300,00C 
by  March  2013 

3.34% 

To  improve  the 

Supply  Chain 
Management  process 

Supply  Chain 
Management  process 
improved 

Improving  the  Supply  Chain 
Management  process  by 
reducing  the  turn-around  time 
from  6 months  to  3 months  by 
June  2013 

3.34% 

To  conducted 
quarterly  reviews  to 
comply  with  legislation 

Conducting  4 quarterly 
reviews  with  section  56 
employees  byj  une 
2013 

Conducting  4 quarterly 
reviews  with  section  56 
employees  by  June  2013 

3.34% 

To  sign  the 
Performance 
Agreements  to 
comply  with  legislation 

2013/14  Performance 
Agreements  with 
section  56  employees 
signed 

Signing  2013/14  performance 
agreements  with  section  56 
employees  by  June  2013 

3.34% 

To  approve  the 

Annual  Performance 
Report  to  comply  with 
section  46  of  the  MSA 

2011/12  Annual 
Performance  Report 
approved  by  Municipal 
Manager 

Approving  an  201 1/12  Annual 
Performance  Report  by 
Municipal  Manager  by  August 
2012 

3.34% 

To  table  the  Annual 
Report  to  comply  with 
section  121  of  MFMA 

2011/12  Annual  Report 
tabled  before  Council 

Tabling  the  201 1/12  Annual 
Report  before  Council  by  31 
January  2013 

3.34% 

1 

To  approve  the  final  1 
IDP  to  comply  with  i 

legislation 

Final  2013/14  IDP 
approved  by  Council  1 

Approving  final  2013/14  IDP 
by  Council  by  May  2013 

AoDroved  1 Tabled  201  n/11  I AnnmwoH a 
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NKP 

Indicator 

MM18 

Good  Governance 
and  Public 
Participation 

3.34% 

To  ensure  that  all 
budget  related 
policies  and  tariffs  are 
reviewed  and  updatec 
to  comply  with 
legislation 

All  budget  related 
policies  and  tariffs 
reviewed  and  updated 

Ensuring  the  review  and 
update  of  all  budget  related 
policies  (14 ) and  tariffs  (16) 
by  May  2013 

Compli- 

ance 

MM19 

Good  Governance 
and  Public 
Participation 

3.34% 

To  conduct  Audit 
Committee  Meetings 
to  ensure  good 
governance 

Number  Audit 
Committee  meetings 
held  to  ensure  an 
effective  discharging  of 
responsibilities 

Holding  4 Audit  Committee 
meetings  to  ensure  an 
effective  discharging  of 
responsibilities  by  June  2013 

Compli- 

ance 

MM20 

Good  Governance 
and  Public 
Participation 

3.34% 

To  conduct 
Performance  Audit 
Committee  Meetings 
to  ensure  good 
governance 

Number  Performance 
Audit  Committee 
meetings  held  to 
ensure  an  effective 
discharging  of 
responsibilities 

Holding  4 Performance  Audit 
Committee  meetings  to 
ensure  an  effective 
discharging  of  responsibilities 
by  June  2013 

Compli- 

ance 

MM21 

Good  Governance 
and  Public 
Participation 

3.34% 

To  report  on 
outstanding 
disclaimer  and 
qualifications  to 
ensure  sound 
financial  management 

Number  follow-up  audit 
reported  to  review 
resolutions  on 
outstanding  disclaimer 
and  qualifications  on 
the  Auditor  General's 
report  and  Internal 
Auditor's  findings 

Reporting  with  2 follow-up 
audit  to  review  resolutions  on 
outstanding  disclaimer  and 
qualifications  on  the  Auditor 
General’s  report  by  June 

2013 

Outcome  9 

MM22 

Municipal  Financial 
Viability  & Management 

3.33% 

To  control 
expenditure 
management  to 
ensure  financial 
sustainability 

Quarterly  operational 
expenditure  as  a 
percentage  of  planned 
expenditure 

Quarterly  operational 
expenditure  as  a percentage 
of  planned  expenditure 
(R1, 790, 938, 000)  by  June 
2013 

NKP- 
Indicator 
Outcome  9 

MM23 

Municipal  Financial 
Viability  & Management 

3.33% 

To  control 
expenditure 
management  to 
ensure  financial 
sustainability 

Quarterly  capital 
expenditure  as  a % of 
planned  capital 
expenditure 

Quarterly  capital  expenditure 
as  a % of  planned  capital 
expenditure  (R 152, 172,000) 
by  June  2013 

Outcome  9 

MM24 

Municipal  Financial 
Viability  & 
Management 

3.33% 

To  control 
expenditure 
management  to 
ensure  financial 
sustainability 

% of  operational  budget 
spent  on  repairs  and 
maintenance 

4%  of  operational  budget 
spent  on  repairs  and 
maintenance  at  a cost  of 
R74,536,000  by  June  2013 

Compli-  1 

ance 

\/II\/l25 

Municipal  Financial 
Viability  & 
Management 

3.33% 

( 

To  submit  the 

2011/12  Financial  i 

Statements  on  time  to  i 
comply  with  legislation 

201 1/12  financial 
statements  submitted 
to  the  Auditor-General  . 

Submitting  the  2011/12 
financial  statements  to  the 
Auditor-General  by  31  August 
2012 

( 

( 

Compli-  ^ 
ance 

m26 

Municipal 
Financial 
Viability  & 
Management 

3.33% 

i 

c 

To  approve  the  : 

Dudget  in  order  to  f 

comply  with  legislation  t 

2013/14  Budget 
planning  process  time  f 
able  tabled  1 

Tabling  the  2013/14  budget 
planning  process  time  table 

Dy  31  August  2012 

Tabled  Time 
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Compli- 

ance 

MM27 

Municipal  Financial 
Viability  & 
Management 

3.33% 

To  approve  the 
budget  in  order  to 
comply  with  legislation 

Final  2013/14  budget 
approved 

Approving  the  final  2013/14 
budget  by  31  May  2013 

Compli- 

ance 

MM28 

Municipal  Financial 
Viability  & Management 

3.33% 

To  approve  the 
Adjustment  Budget  to 
comply  with  legislation 

2012/13  adjustment 
budget  approved 

Approving  the  2012/13 
adjustment  budget  by  28 
February  2013 

< 

NKP 

Indicator 

Ml\/I29 

Local  Economic 
Development 

3.33% 

Jobs  created 
(National  Key 
Performance 

Indicator) 

Number  of  permanent 
and  jobs  exceeding  3 
months  jobs  created 

Creating  1,200  permanent 
and  jobs  exceeding  3 months 
through  the  Municipality’s 
local  economic  development 
initiatives  including  capital 
projects  by  June  2013 

NKP 

Indicator 

MM30 

Local  Economic 
Development 

3.33% 

To  revise  the  LED 
strategy  to  comply 
with  legislation 

LED  Strategy  revised 

Revising  the  LED  Strategy  by 
March  2013 

ANNEXURE  “A” 


Performance  Plan 


MUNICIPAL  MANAGER 

ET  MOTSEMME 


CITY  OF  MATLOSANA 

Period  1 July  2012  to  30  June  2013 


ANNEXURE “B” 


Personal  Development  Plan  (PDP) 


MUNICIPAL  MANAGER 

ET  MOTSEMME 


CITY  OF  MATLOSANA 

Period  1 July  2012  to  30  June  2013 
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Explanatory  Notes  to  the  Personal  Development  Plan 
1.  Introduction 

1.1  A Municipality  should  be  committed  to  - 

(a)  the  continuous  training  and  development  of  its  employees  to  achieve  its  vision, 
mission  and  strategic  objectives  and  empower  employees:  and 

(b)  managing  training  and  development  within  the  ambit  of  relevant  national  policies 
and  legislation. 

1 .2  A Municipality  should  follow  an  integrated  approach  to  Human  Resource  Development, 
that  is: 


(a)  Human  resource  development  should  form  an  integral  part  of  human 
resource  planning  and  management. 

(b)  In  order  for  a municipality’s  training  and  development  strategy  and  plans  to  be 
successful  it  should  be  based  on  sound  Human  Resource  (HR)  practices,  such 
as  the  (strategic)  HR  Plan,  job  descriptions,  the  result  of  regular  performance 
appraisals,  career  pathing,  scarce  skills  an  talent  management  and  succession 
planning. 

(c)  To  ensure  the  necessary  linkage  with  performance  management,  the 
municipality’s  Performance  Management  and  Development  System  should 
provide  for  the  Personal  Development  Plans  of  employees  to  be  included  in  their 
annual  Performance  Agreements.  Such  approach  will  ensure  the  alignment  of 
individual  performance  objectives  to  the  municipality’s  strategic  objectives,  and 
that  training  and  development  needs  are  also  identified  during  the  performance 
management  and  appraisal  process. 

(d)  Career-pathing  and  succession  planning  ensures  that  employees  are  placed  and 
developed  in  jobs  according  to  aptitude  and  identified  potential  and  through 
training  and  development  acquire  the  necessary  competencies  to  prepare  them 
for  future  positions.  Scarce  skills  and  talent  management  also  requires 
appropriate  training,  education  and  development  interventions. 

2.  Competence  Modeling 

2.1  What  does  an  institution  mean  when  it  says  an  employee  / prospective  employee 
is  competent  if  he  / she  fit  a managerial  competency  framework  or  occupational 
competency  profile?  The  institution  is  in  fact  expressing  competence  as  a 
future-oriented  ideal  that  they  require  to  achieve  their  strategic  objectives.  The 
institution  is  in  effect  giving  a depiction  of  the  desired  or  required  knowledge, 
skills  and  attributes  for  an  individual  in  a specific  position].  For  competence  to  be 
useful,  the  associated  competence  should  be  greater  than  the  observed 
performance  as  it  will  allow  the  individual  growth  towards  this  ‘ideal’. 


2.2 


2.3 


There  is  however  a risk  in  expressing  a required  competence  that  a current  or 
prospective  employee  should  adhere  to  in  the  future,  as  the  future  is,  by 
definition,  uncertain.  Managers  cannot  know  how  an  employee  will  perform  in  the 
future  nor  can  they  know  how  employees  that  they  did  not  select,  did  not 
promote,  did  not  award  a qualification  to,  might  perform. 


Moreover,  managers  do  not  make  their  expressions  in  a social  vacuum.  They  do 
so  within  a social  context  in  which  there  are  various  actors,  various  stakeholders. 


with  different  interest’s  accountabilities,  different  things  they  are  trying  to  achieve 
and  various  ways  in  which  others  will  hold  them  accountable.  If  managers  are 
selecting  employees  they  shall  similarly  have  to  justify  their  decisions  to  others. 
Relevance  thus  becomes  an  obvious  issue  that  affects  the  level  of  confidence  in 
such  a decision.  Various  human  resources  procedures  and  systems  need  to  be 
established  to  maintain  the  relevance  of  the  expression  of  competence  to  the 
requirements  of  the  employer.  Confidence  is  the  basis  on  which  the  various 
parties  implicated  in  the  decisions  and  actions  taken  within  a competence  system 
will  seek  to  account  to  others  for  those  decisions  and  actions. 


2.4  When  linking  a decision  that  a prospective  employee  / current  employee  are 
competent  the  communication  is  based  on  what  may  be  called  conventions  of 
assessment.  Some  common  understanding  is  achieved  by  which  a certain  set  of 
arrangements  become  socially  accepted  as  the  basis  for  linking  different 
contexts.  Contexts  differ,  in  particular  in  terms  of  time.  So  performance  in  the 
past  is  linked  to  future  situations  in  which  desired  performance  is  anticipated. 
This  linking  of  contexts  will  normally  involve  some  model,  some  way  of 
accounting  for  the  claimed  link.  The  DPLG  has  decided  on:- 

2.4.1  A managerial  competency  framework  as  an  expression  of  required 
managerial  competencies. 

2.4.2  Occupational  competency  profiles  as  expression  of  occupation  / post 
competency  requirements. 

3.  Compiling  the  Personal  Development  Plan  attached  as  the  Appendix  1. 

3.1  The  aim  of  the  compilation  of  Personal  Development  Plans  (PDPs)  is  to  identify, 
prioritise  and  implement  training  needs 

3.2  The  Local  Government:  Municipal  Systems  Act:  Guidelines:  Generic  senior 
management  competency  framework  and  occupational  competency  profiles 
provides  comprehensive  information  on  the  relevance  of  items  2.4.1  and  2.4.2 
above  to  the  PDP  process.  The  Municipal  Finance  Management  Competency 
Regulations,  such  as  those  developed  by  the  National  Treasury  and  other  line 
sector  departments’  legislated  competency  requirements  need  also  be  taken  into 
consideration  during  the  PDP  process. 

3.3  The  assessment  results  of  a manager  against  the  minimum  requirements  contained 
in  the  managerial  competency  framework  and  occupational  competency  profiles  will 
assist  a manager,  in  consultation  with  his  / her  employee,  to  compile  a Personal 
Development  Plan  as  follows: - 

(a)  The  identified  training  needs  should  be  entered  into  column  1 of  the 
Appendix  1,  entitled  Skills  / Performance  Gap.  The  following  should  be 
carefully  determined  during  such  a process: 


a. 


Organisational  needs,  which  include  the  following: 
o Strategic  development  priorities  and  competency  requirements,  in 
line  with  the  municipality’s  strategic  objectives, 
o The  competency  requirements  of  individual  jobs.  The  relevant  job 


requirements  (job  competency  profile)  as  identified  in  the  job 
description  should  be  compared  to  the  current  competency  profile 


of  the  employee  to  determine  the  individual’s  competency  gaps. 
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Specific  competency  gaps  as  identified  during  the  probation 
period  and  performance  appraisal  of  the  employee, 
b.  Individual  training  needs  that  are  job  / career  related. 

(b)  Next,  the  prioritisation  of  the  training  needs  in  column  1 should  also  be 
determined  since  it  may  not  be  possible  to  address  all  identified  training  needs 
in  a specific  financial  year.  It  is  however  of  critical  importance  that  training  needs 
be  addressed  on  a phased  and  priority  basis.  This  implies  that  all  these  needs 
should  be  prioritized  for  purposes  of  accommodating  critical  / strategic  training 
and  development  needs  in  the  HR  Plan,  Personal  Development  Plans  and  the 
Workplace  Skills  Plan. 

(c)  Consideration  must  then  be  given  to  the  outcomes  expected  in  column  2 of 
the  Appendix  1 , so  that  once  the  intervention  is  completed  the  impact  it  had  can 
be  measured  against  relevant  output  indicators. 

(d) An  appropriate  intervention  should  be  identified  to  address  training  needs  / 
skills  gaps  and  the  outcome  to  be  achieved  but  with  due  regard  to  cost 
effectiveness.  These  interventions  should  be  listed  in  column  3 of  the 
Appendix  1,  entitied:  Suggested  training  and  / or  development  activity.  The 
training  / development  must  also  be  conducted  either  in  line  with  a recognised 
qualification  from  a tertiary  institution  or  unit  standards  registered  on  the  National 
Qualifications  Framework  (South  African  Qualifications  Authority),  which  could 
enable  the  trainee  to  obtain  recognition  towards  a qualification  for  training 
undertaken.  It  is  important  to  determine  through  the  Training  / Human  Resource 
Development  / Skills  Development  Unit  within  the  municipality  whether  unit 
standards  have  been  developed  with  regard  to  a specific  outcome  / skills  gap 
identified  (and  registered  with  the  South  African  Qualifications  Authority).  Unit 
standards  usually  have  measurable  assessment  criteria  to  determine  achieved 
competency.  There  is  more  detail  on  this  in  item  4 below. 

(e)  Guidelines  regarding  the  number  of  training  days  per  employee  and  the 
nominations  of  employees:  An  employee  should  on  average  receive  at  least 
five  days  of  training  per  financial  year  and  not  unnecessarily  be  withdrawn  from 
training  interventions. 

(f)  Column  4 of  the  Appendix  1 : The  suggested  mode  of  delivery  refers  to  the 
chosen  methodology  that  is  deemed  most  relevant  to  ensure  transfer  of  skills. 
The  training  / development  activity  should  impact  on  delivery  back  in  the 
workplace.  Mode  of  delivery  consists  of,  amongst  others,  self-study  [The  official 
takes  it  upon  him  / her  to  read  e.g.  legislation];  internal  or  external  training 
provision:  coaching  and  / or  mentoring  and  exchange  programmes,  etc. 

(g) The  suggested  time  frames  coiumn  5 of  the  Appendix  1 enable  managers  to 
effectively  plan  for  the  annum  e.g.  so  that  not  all  their  employees  are  away  from 
work  within  the  same  period  and  also  ensuring  that  the  PDF  is  implemented 
systematically. 

(h)  Work  opportunity  created  to  practice  skill  / development  areas,  in  coiumn  6 
of  the  Appendix  1,  further  ensures  internalisation  of  information  gained  as  well 
as  return  on  investment  (not  just  a nice  to  have  skill  but  a necessary  to  have  skill 
that  is  used  in  the  workplace). 


(i)  The  final  column,  column  7 of  the  Appendix  1,  provides  the  employee  with  a 
support  person  that  could  act  as  coach  or  mentor  with  regard  to  the  area  of 
learning. 

3.4  Personal  Development  Plans  are  compiled  for  individual  employees  and  the  data 
collated  from  all  employees  in  the  municipality  forms  the  basis  for  the  prescribed 
Workplace  Skills  Plan,  which  municipalities  are  required  to  compile  as  a basis  for  all 
training  and  education  activities  in  the  municipality,  in  a specific  financial  year  and 
report  on  progress  made  to  the  Local  Government  Sector  Education  and  Training 
Authority  (LGSETA). 

3.5  Funding  should  be  made  available  for  training,  education  and  development,  in  line 
with  the  Skills  Development  Act,  at  least  1%  of  the  personnel  budget  must  be 
earmarked  for  it.  Additionai  funding  can  also  be  secured  in  terms  of  the  provisions 
of  the  Skilis  Development  Levies  Act  from  the  LGSETA  if:- 

(a)  A Skilis  Deveiopment  Facilitator  has  been  appointed. 

(b) The  Workpiace  Skiils  Plan  has  been  submitted. 

(c)  A submission,  including  a Business  Plan  is  submitted  for  additional  grants. 
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Personal  Development  Plan  of;  Mr  ET  Motsemme  Appendix  1 

Compiled  on:  ljuly  2012 


7.  Support 
Person 

6.  Work 
opportunity 
created  to 
practice  skill  / 
development 
area 

5.  Suggested 
Time  Frames 

4.  Suggested 
mode  of  delivery 

3.  Suggested 
training  and  / or 
development 
activity 

2.  Outcomes 
Expected 

(measurable 
indicators: 
quantity,  quality 
and  time  frames) 

1.  Skills/ 
Performance 
Gap 

(in  order  of 
priority) 
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Criteria 

Description 

Generic  standards  for  'outstanding'  performance 

Strategic 
capability  and 
leadership 

Provides  a vision,  sets 
the  direction  for  the 
organization  and/or 
unit  and  inspires 
others  to  deliver  on 
the  organizational 
mandate 

• Develops  detailed  action  plans  to  execute  strategic  initiatives. 

• Assists  in  defining  performance  measures  to  evaluate  the 
success  of  strategies. 

• Achieves  strategic  objectives  against  specified  performance 
measures. 

• T ranslates  strategies  into  action  plans. 

• Secures  co-operation  from  colleagues  and  team  members. 

• Seeks  mutual  benefit/win-win  outcomes  for  all  concerned. 

• Supports  stakeholders  in  achieving  their  goals. 

• Inspires  staff  with  own  behaviour  - 'walks  the  talk'. 

• Manages  and  calculates  risks. 

• Communicates  strategic  plan  to  the  organization. 

• Utilizes  strategic  planning  methods  and  tools. 

Programnne  and 

project 

management 

Plans,  manages, 
monitors  and 
evaluates  specific 
activities  in  order  to 
deliver  the  desired 
outputs  and 
outcomes. 

• Establishes  broad  stakeholder  involvement  and  communicates 
the  project  status  and  key  milestones. 

• Defines  roles  and  responsibilities  for  project  team  members 
and  clearly  communicates  expectations. 

• Balances  quality  of  work  with  deadlines  and  budget. 

• Identifies  and  manages  risks  to  the  project  by  assessing 
potential  risks  and  building  contingencies  into  project  plan. 

• Uses  computer  software  programmes. 

• Sets  and  manages  service  level  agreements  with  contractors. 

Financial 

management 

Compiles  and 
manages  budgets, 
controls  cash  flow, 
institutes  risk 
management  and 
administers  tender 
procurement 
processes  in 
accordance  with 
generally  recognized 
financial  practices  in 
order  to  ensure  the 
achievement  of 
strategic 
organizational 
objectives. 

Demonstrates  knowledge  of  general  concepts  of  financial 
planning,  budgeting  and  forecasting  and  how  they  interrelate. 
Manages  and  monitors  financial  risk. 

Continuously  looks  for  new  opportunities  to  obtain  and  save 
funds. 

Prepares  financial  reports  and  guidelines  based  on  prescribed 
format. 

Understands  and  weighs  up  financial  implications  of 
propositions. 

Understands  analyses  and  monitors  financial  reports. 

Allocates  resources  to  established  goals  and  objectives. 

Aligns  expenditure  to  cash  flow  projections. 

Ensures  effective  utilization  of  financial  resources. 

Develops  corrective  measures/actions  to  ensure  alignment  of 
budget  to  financial  resources. 

• Prepares  own  budget  in  line  with  the  strategic  objectives  of  the 
organization 

Change 

management 

Initiates,  supports  and 
champions 
organizational 
transformation  and 
change  in  order  to 
successfully 
implement  new 
initiatives  and  deliver 
on  service  delivery 
commitments. 

• Performs  analysis  to  determine  the  impact  of  changes  in  the 
social,  political  and  economic  environment. 

• Keeps  self  and  others  calm  and  focused  during  times  of 
change  or  ambiguity. 

• Initiates,  supports  and  encourages  new  ideas. 

• Volunteers  to  lead  change  efforts  outside  of  own  work  team. 

• Consults  and  persuades  all  the  relevant  stakeholders  of  the 
need  for  change. 

• Inspires  and  builds  commitment  within  own  area  for  the  change 
by  explaining  the  benefits  of  change,  and  the  process  of 
implementing  the  change. 

• Coaches  colleagues  on  how  to  manage  change. 

• Proactively  seeks  new  opportunities  for  change. 

• Identifies  and  assists  in  resolving  resistance  to  change  with 
stakeholders. 

• Designs  specific  projects  to  enable  change  that  is  aligned  to 
the  organizational  objectives. 

• Uses  the  political,  legislative  and  regulatory  processes  of  the 
Public  Service  to  drive  and  implement  change  efforts. 

Knowledge 

management 

Obtains,  analyses  and 
promotes  the 
generation  and 
sharing  of  knowledge 
and  learning  in  order 
to  enhance  the 
collective  knowledge 
of  the  organization. 

• Uses  appropriate  information  systems  to  manage 
organizational  knowledge. 

• Uses  modern  technology  to  stay  abreast  of  world  trends  and 
information. 

• Evaluates  information  from  multiple  sources  and  uses 
information  to  influence  decisions. 

• Creates  mechanisms  and  structures  for  sharing  of  knowledge 

In  the  organization. 

• Uses  libraries,  researchers,  knowledge  specialists  and  other 
knowledge  bases  appropriately  to  improve  organizational 
efficiency. 

Promotes  the  importance  of  knowledge  sharing  within  own 
area. 

Adapts  and  integrates  information  from  multiple  sources  to 
create  innovative  knowledge  management  solutions. 

Nurtures  a knowledge-enabling  environment. 

Service  delivery 
innovation 

Champion’s  new  ways 
of  delivering  services 
that  contributes  to  the 
improvement  of 
organizational 
processes  in  order  to 
achieve  organizational 
goals. 

Consults  clients  and  stakeholders  on  ways  to  improve  the 
delivery  of  services. 

Communicates  the  benefits  of  service  delivery  improvement 
opportunities  to  stakeholders. 

Identifies  internal  process  improvement  opportunities  to  SDI. 
Demonstrates  full  knowledge  of  principles  on  service  delivery 
innovations. 

Identifies  and  analyses  opportunities  where  innovative  ideas 
can  lead  to  improved  service  delivery. 

Creates  mechanisms  to  encourage  innovation  and  creativity 
within  functional  area  and  across  the  organization. 

• Implements  innovative  service  delivery  options  in  own 
department/organization.  ^ 

Problem  solving 
and  analysis 

Systematically 
identifies  analyses 
and  resolves  existing 
and  anticipated 
problems  in  order  to 
reach  optimum 
solutions  in  a timely 
manner. 

• Explains  potential  impact  of  problems  to  won  working 
environment. 

• Demonstrates  logical  problem  solving  approach  and  provides 
rationale  for  proposed  solutions. 

• Determines  root  causes  of  problems  and  evaluates  whether 
solutions  address  root  causes. 

• Demonstrates  objectivity,  thoroughness,  insightfulness  and 
probing  behaviours  when  approaching  problems. 

• Demonstrates  the  ability  to  break  down  complex  problems  into 
manageable  parts  and  identify  solutions. 

People 

management  and 
empowerment 

Manages  and 
encourages  people, 
optimizes  their  outputs 
and  effectively 
manages  relationships 
in  order  to  achieve 
organizational  goals. 

• Seeks  opportunities  to  increase  personal  contribution  and  level 
of  responsibility. 

• Supports  and  respects  the  individuality  of  others  and 
recognizes  the  benefits  of  diversity  of  ideas  and  approaches. 

• Delegates  and  empowers  others  to  increase  contribution  and 
level  of  responsibility. 

• Applies  labour  and  employment  legislation  and  regulations 
consistently. 

• Facilitates  team  goal  setting  and  problem  solving. 

• Recognizes  individuals  and  teams  and  provides  developmental 
feedback  in  accordance  with  performance  management 
principles. 

• Adheres  to  internal  and  national  standards  with  regards  to  HR 
practices. 

• Deals  with  labour  matters. 

• Identifies  competencies  required  and  suitable  resources  for 
specific  tasks. 

• Displays  personal  interest  in  the  well-being  of  colleagues. 

Able  to  manage  own  time  as  well  as  time  of  colleagues  and 
other  stakeholders. 

Manages  conflict  through  a participatory  transparent  approach. 

Client  orientation 
and  customer 
focus 

Willing  and  able  to 
deliver  services 
effectively  and 
efficiently  in  order  to 
put  the  spirit  of 
customer  service 
(Batho  Pele)  into 
practice. 

Develops  clear  and  implementable  service  delivery 
improvement  programmes. 

Identifies  opportunities  to  exceed  the  expectations  of 
customers. 

Designs  internal  work  processes  to  improve  customer  service. 
Adds  value  to  the  organization  by  providing  exemplary 
customer  service. 

Applies  customer  rights  in  own  work  environment. 

Communication 

\ 

{ 

Exchanges 
information  and  ideas 
in  a clear  and  concise 
manner  appropriate 
for  the  audience  in 
order  to  explain, 
persuade,  convince 
and  influence  others  , 
to  achieve  the  desired  , 
outcomes. 

Expresses  ideas  to  individuals  and  groups  both  in  formal  and 
informal  settings  in  an  interesting  and  motivating  way. 

Receptive  to  alternative  viewpoints. 

Adapts  communication  content  and  style  according  to  the 
audience,  including  managing  body  language  effectively. 

Delivers  messages  in  a manner  that  gains  support, 
commitment  and  agreement. 

Writes  well-structured  complex  documents.  ^ 

Communicates  controversial  sensitive  messages  to  1 

stakeholders  tactfully. 
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• Listens  well  and  is  receptive. 

• Encourages  participation  and  mutual  understanding. 

Honesty  and 
integrity 

Displays  and  builds 
the  highest  standards 
of  ethical  and  moral 
conduct  in  order  to 
promote  confidence 
and  trust  in  the  Public 
Service. 

• Conducts  self  in  accordance  with  organizational  code  of 
conduct. 

• Admits  won  mistakes  and  weaknesses  and  seeks  help  from 
others  were  unable  to  deliver. 

• Reports  fraud,  corruption,  nepotism  and  maladministration. 

• Honours  the  confidentiality  of  matters  and  does  not  use  it  for 
personal  gain  or  the  gain  of  others. 

• Discloses  conflict  of  interest’s  issues. 

• Establishes  trust  and  shows  confidence  in  others. 

• Treats  all  employees  with  equal  respect. 

• Undertakes  roles  and  responsibilities  in  a sincere  and  honest 
manner. 

• Incorporates  organizational  values  and  beliefs  into  daily  work. 

• Uses  work  time  for  organizational  matters  and  not  for  personal 
matters. 

• Shares  information  openly,  whilst  respecting  the  principle  of 
confidentiality. 



CORE  OCCUPATIONAL  COMPETENCIES  (COC) 

Criteria 

Description 

Generic  standards  for  'outstanding'  performance 

interpretation  of 
and 

implementation 
within  the 
legislative  an 
national  policy 
frameworks 

The  ability  to 
implement,  manage 
and  oversee  the 
implementation  of 
legislation  and  policy 

• Implementing  and  overseeing  the  implementation  and 
enforcement  of  policies  and  Bylaws 

• Establishing  and  maintaining  a register  of  non-compliance  with 
legislative  requirements  and  regularly  reporting  these  to  the 
municipal  council  and  other  role  players.  For  example, 
instances  of  non-compliance  with  the  MFMA  are  required  to  be 
reported  to  the  National  Treasury 

• Regularly  monitor  and  report  to  the  municipal  council  on  the 
implementation  of  policies  and  compliance  with  legislative 
requirements 

• Regularly  reviewing  and,  where  necessary,  proposing  to  the 
municipal  council  amendment  of  policies  and  in  the  case  of  a 
municipality  also  By-laws  to  ensure  their  relevance  and 
alignment  with  the  strategies  and  goals 

• Monitor  and  ensure  enforcement  of  municipal  By-laws, 
including  penalties  and  fines  for  non-compliance,  within  the 
municipality’s  area  of  jurisdiction 

• Regularly  consider  the  impact  of  amendments  to  the 

Constitution,  national  and  provincial  legislation  and  policy,  and 
the  legislative  framework  governing  local  government  on  the 
municipality’s  By-laws  and  policies 
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Knowledge  of  The  ability  to  support 

Performance  the  implementation  of 

Management  and  the  performance 
Reporting  reporting  process  of 

the  municipality. 


Knowledge  of  global  and  South  African 
specific  political,  social  and  economic 
contexts 


Knowledge  and  understanding  of  the  local  government 
legislative  framework  governing  performance  reporting. 

Within  the  area  of  responsibility,  supporting,  implementing  and 
maintaining  the  performance  management  system.  In  the  case 
of  a municipal  entity  also  supporting  and  contributing  to  the 
regular  monitoring,  measuring,  reviewing  and  reporting  of  the 
entity’s  performance  to  its  parent  municipality 
Contribute  to  the  timely  preparation,  submission  and 
publication  of  statutory  reports  relating  to  performance.  For 
example  the  annual  performance  report  (section  121(3)  and  (4) 
of  the  MFMA),  mid-year  performance  reporting  (sections  72  of 
the  MFMA)  of  a municipality  and  in  the  case  of  a municipal 
entity,  an  assessment  of  the  entity’s  performance  (section 
121  (4)  of  the  MFMA),  mid-year  performance  reporting  (section 
88  of  the  MFMA),  etc. 

Within  the  area  of  responsibility,  ensure  that  the  content  of 
performance  reporting  is  specific  (unambiguous),  measurable, 
accurate  and  valid,  reliable  and  time  specific. 

Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  reports  to  understand  the  impact  on,  and  to  guide 
planning  in  respect  of,  strategies  and  goals  including  the 
implementation  of  the  budget  and  service  delivery  and  budget 
implementation  plan  (SDBIP)  and  policies. 

Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  of  Service  delivery  mechanisms  (internal  and 
external)  and  outsourced  service  agreements  against 
performance  targets;  and 
Within  the  municipality  , analyze  and  evaluate  the 
performance  of  each  of  its  municipal  entities  against  the 
service  level  agreement  and  performance  targets  for  that  entity 
Within  the  area  of  responsibility,  ensuring  that  there  is  a link 
between  the  performance  indicators  and  targets  and  the 
integrated  development  plan  (IDP),  service  delivery  and  budget 
implementation  plan  (SDBIP)  and  the  individual  performance 
agreements  of  officials. 

Within  the  area  of  responsibility,  ensuring  that  the 
remuneration  and  appraisal  system  is  performance  based  and 
that  all  performance  bonuses  are  only  awarded  after 
consideration  of  actual  performance  of  the  municipality  against 
the  performance  targets  for  a specific  period. 

Regularly  benchmark  the  performance  of  the  area  of 
responsibility  against  the  performance  of  functions  of  similar 
and/or  comparable  municipalities  to  improve  and  guide  in  the 
planning  and  delivery  of  services. 

Understanding  the  local  government  environment  (including 
legislative,  social,  political  and  economic)  and  the  ability  to 
analyze  the  financial  and  non-financial  impact  of  changes  in 
the  external  and  internal  environment  that  could  affect  the 
municipality/  municipal  entity  and  recognizing  when  this  / 
necessitates  change  / 
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Competence  in 
policy 

conceptuaiization 
, analysis  and 
implementation 

The  abiiity  to  guide, 
support  and  contribute 
to  the  formuiation  of 
policy,  and  in  the  case 
of  a municipaiity  also 
By-laws 

• Excelient  verbal  communication  and  writing  skills  and  an  ability 
to  research  and  analyze  complex  information 

• Guiding  and  supporting  the  municipal  council  with  the  process 
of  adopting  policies  and  making  By-laws.  This  includes 
advising  council  on  the  financial  and  non-financial  impact  of 
proposed  policies  and  By-laws  OR  in  the  case  of  a municipal 
entity  guiding  and  supporting  the  board  of  directors  with  the 
process  of  adopting  policies  including  advising  on  the  financial 
and  non-financial  impact  of  proposed  policies 

• Overseeing  and  managing  the  administrative  aspects  of  the 
process  for  adopting  policies  and  in  the  case  of  a municipality 
aiso  making  By-laws. 

• Conceptualizing,  formulating  and  drafting  policies  and  in  the 
case  of  a municipality  also  By-laws  in  alignment  with  the 
integrated  development  plan  (IDP),  the  Constitution,  national 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government,  having  regard  to 
cooperative  government.  This  process  should  include 
consideration  of  and  alignment  with  existing  policies  and  By- 
laws and  be  within  budget  constraints. 

Knowledge  of  more  than  one  functional 
municipal  field  / discipline 

• Knowiedge  and  understanding  of  the  municipality’s 

environment  (internal  and  external),  the  Constitution,  national 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government  as  well  as  the 
municipality’s  By-laws  and  policies. 

Competence  as 
required  by  other 
national  line 
sector 

departments 

Within  the  area  of 
responsibility,  the 
ability  to  guide, 
establish  and  maintain 
appropriate 
stakeholder  relations. 

• Within  the  area  of  responsibility,  knowledge  and  understanding 
of  stakeholders  and  recognizing  the  varying  relations  required 
with  stakeholders  and  the  impact  on  the  municipality  and  the 
municipality’s  impact  on  its  stakeholders. 

• Within  the  area  of  responsibility,  establishing  and  maintaining 
effective  and  relevant  external  stakeholder  relations.  This  would 
include  relations  with  the  community,  local  businesses,  public 
benefit  organizations  and  other  spheres  of  government 
including  neighbouring  municipalities  and  relations  for  purposes 
of  external  service  delivery  mechanisms,  outsourced  service 
agreements,  etc  and,  in  the  case  of  a municipality,  Public- 
Private  Partnerships  (PPPs) 

• Within  the  area  of  responsibility,  ensuring  stakeholder 
consultation  (internal  and  external)  and  advising  the  accounting 
officer  on  stakeholder  consultation  as  envisaged  and  required 
by  the  Municipal  Systems  Act  and  the  MFMA.  This  includes 
managing  stakeholder  expectations. 

Exceptional  and 
dynamic 
creativity  to 
improve  the 
functioning  of  the 
municipality 

The  ability  to  guide  the 
management  of 
change  for  the 
municipality  within  the 
area  of  responsibility. 

• Managing  and  implementing  change  management  within  the  area  of 
responsibility 

• The  ability  to  be  proactive  and  find  creative  and  innovative  solutions 
to  change 

• Consultation  with  and  management  of  various  stakeholders  particular 
to  the  change 

• Managing  and  resolving  any  resistance  to  change 

• Contributing  and  supporting  the  accounting  officer  with  the  alignment 

of  strategies  and  goals  with  the  need  for  change.  Jj 
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PERFORMANCE  AGREEMENT 

INTERMSOFTHE:- 

LOCAL  GOVERNMENT:  MUNICIPAL  SYSTEMS  ACT, 

2000  (32  OF  2000);  AS  AMENDED 

LOCAL  GOVERNMENT:  MUNICIPAL  PERFORMANCE  REGULATION  FOR 
MUNICIPAL  MANAGERS  AND  MANAGERS  DIRECTLY  ACCOUNTABLE  TO 

MUNICIPAL  MANAGERS,  2066 

Entered  into  by  and  between 

The  CITY  OF  MATLOSANA  herein  represented  by 

E.T.  MOTSEMME 

in  his  capacity  as 

Municipal  Manager 

(hereinafter  referred  to  as  the  Employer) 

And 

M.K.  KGAUWE 

As  the 

Director:  Finance 

(hereinafter  referred  to  as  the  Employee) 

For  the  Period 
1 Juiy  2012  to  30  June  2013 


PERFORMANCE  AGREEMENT 


ENTERED  INTO  BY  AND  BETWEEN: 

The  CITY  OF  MATLOSANA  herein  represented  by  ELIE  TSIETSI  MOTSEMME  (ID  NR.  6506135623080) 
in  his  capacity  as  the  MUNICIPAL  MANAGER  (hereinafter  referred  to  as  the  Employer)  and 
MOLATLHEGI  KHUNOU  KGAUWE  (ID  NR.  8011225460087)  in  his  capacity  as  the  DIRECTOR 
FINANCE  of  the  Municipality  (hereinafter  referred  to  as  the  Employee). 


WHEREBY  IT  IS  AGREED  AS  FOLLOWS: 


1.  INTRODUCTION 

1.1  The  Employer  has  entered  into  a contract  of  employment  with  the  Employee  in  terms  of 
section  57(1  )(a)  of  the  Local  Government:  Municipal  Systems  Act  32  of  2000  (“the  Systems 
Act").  The  Employer  and  the  Employee  are  hereinafter  referred  to  as  “the  Parties”. 

1.2  Section  57(1  )(b)  of  the  Systems  Act,  read  with  the  Contract  of  Employment  concluded 
between  the  parties,  requires  the  parties  to  conclude  an  annual  performance  agreement. 

1 .3  The  parties  wish  to  ensure  that  they  are  clear  about  the  goals  to  be  achieved,  and  secure  the 
commitment  of  the  Employee  to  a set  of  outcomes  that  will  secure  local  government  policy 
goals. 

1.4  The  parties  wish  to  ensure  that  there  is  compliance  with  Sections  57(4A),  57(4B)  and  57(5)  of 
the  Systems  Act  and  Section  57(4C)  of  the  Systems  Amendment  Act. 


2.  PURPOSE  OF  THIS  AGREEMENT 

The  purpose  of  this  Agreement  is  to  - 

2.1  comply  with  the  provisions  of  Section  57(1)(b),(4A),(4B)  and  (5)  of  the  Systems  Act , Section 
57(4C)  of  the  Systems  Amendment  Act,  as  well  as  the  employment  contract  entered  into 
between  the  parties; 

2.2  specify  objectives  and  targets  defined  and  agreed  with  the  employee  and  to  communicate  to 
the  employee  the  employer’s  expectations  of  the  employee’s  performance  and 
accountabilities  in  alignment  with  the  Integrated  Development  Plan  (IDP),  Service  Delivery 
and  Budget  Implementation  Plan  (SDBIP)  and  the  Budget  of  the  municipality; 

2.3  specify  accountabilities  as  set  out  in  a performance  plan,  which  forms  an  Annexure  to  the 
Performance  Agreement; 

2.4  monitor  and  measure  performance  against  set  targeted  outputs; 

2.5  use  the  Performance  Agreement  as  the  basis  for  assessing  whether  the  employee  has  met 
the  performance  expectations  applicable  to  his  or  her  job; 

2.6  in  the  event  of  outstanding  performance,  to  appropriately  reward  the  employee;  and 

2.7  give  effect  to  the  employer’s  commitment  to  a performance-orientated  relationship  ^ith  its 
employee  in  attaining  equitable  and  improved  service  delivery. 


3  COMMENCEMENT  AND  DURATION 


3.1  This  Agreement  will  commence  on  the  1 JULY  2012  and  will  remain  in  force  until  30  JUNE 
2013  thereafter  a new  Performance  Agreement,  Performance  Plan  and  Personal 
Development  Plan  shall  be  concluded  between  the  parties  for  the  next  financial  year  or  any 
portion  thereof. 

3.2  This  Agreement  will  terminate  on  the  termination  of  the  Employee’s  contract  of  employment. 

3.3  The  content  of  this  Agreement  may  be  revised  at  any  time  during  the  above-mentioned 
period  to  determine  the  applicability  of  the  matters  agreed  upon. 

3.4  If  at  any  time  during  the  validity  of  this  Agreement  the  work  environment  alters  (whether  as  a 
result  of  government  or  council  decisions  or  otherwise)  to  the  extent  that  the  contents  of  this 
Agreement  are  no  longer  appropriate,  the  contents  shall  immediately  be  revised. 


4  PERFORMANCE  OBJECTIVES 


4.1  The  Performance  Plan  (Annexure  A)  sets  out- 

4.1.1  the  performance  objectives  and  targets  that  must  be  met  by  the  Employee;  and 

4.1 .2  the  time  frames  within  which  those  performance  objectives  and  targets  must  be  met. 

4.2  The  performance  objectives  and  targets  reflected  in  the  Performance  Plan  (Annexure  A)  are 
set  by  the  Employer  In  consultation  with  the  Employee  and  based  on  the  Integrated 
Development  Plan  (IDP),  Service  Delivery  and  Budget  Implementation  Pian  (SDBIP)  and  the 
Budget  of  the  Employer,  and  shall  include  key  objectives;  key  performance  indicators;  target 
dates  and  weightings. 

4.2.1  The  key  objectives  describe  the  main  tasks  that  need  to  be  done. 

4.2.2  The  key  performance  indicators  provide  the  details  of  the  evidence  that  must  be 
provided  to  show  that  a key  objective  has  been  achieved. 

4.2.3  The  target  dates  describe  the  timeframe  in  which  the  work  must  be  achieved. 

4.2.4  The  weightings  show  the  reiative  importance  of  the  key  objectives  to  each  other. 

4.3  The  Employee’s  performance  wili,  in  addition,  be  measured  in  terms  of  contributions  to  the 
goals  and  strategies  set  out  in  the  Employer’s  Integrated  Development  Plan. 

5  PERFORMANCE  MANAGEMENT  SYSTEM 


5.1  The  Employee  agrees  to  participate  in  the  performance  management  system  that  the 
Employer  adopts  or  introduces  for  the  Employer,  management  and  municipal  staff  of  the 

Employer. 


5.2 


5.3 


The  Employee  accepts  that  the  purpose  of  the  performance  management  system  will  be  to 
provide  a comprehensive  system  with  specific  performance  standards  to  assist  the 
Employer,  management  and  municipal  staff  to  perform  to  the  standards  required. 


The  Employer  wili  consult  the  Employee  about  the  specific  performance  standards 
be  included  in  the  performance  management  system  as  applicable  to  the  Employee. 
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will 


non 


5.4  The  Employee  undertakes  to  actively  focus  towards  the  promotion  and  implementation  of  the 
KPAs  (including  special  projects  relevant  to  the  employee’s  responsibilities)  within  the  local 
government  framework, 

5.5  The  criteria  upon  which  the  performance  of  the  Employee  shall  be  assessed  shall  consist  of 
two  components,  both  of  which  shall  be  contained  in  the  Performance  Agreement. 

5.5.1  The  Employee  must  be  assessed  against  both  components,  with  a weighting  of 
80:20  allocated  to  the  Key  Performance  Areas  (KPAs)  and  the  Core  Competency 
Requirements  (CCRs)  respectively. 

5.5.2  Each  area  of  assessment  will  be  weighted  and  will  contribute  a specific  part  to  the 
total  score. 

5.5.3  KPAs  covering  the  main  areas  of  work  will  account  for  80%  and  CCRs  will  account 
for  20%  of  the  final  assessment. 

5.6  The  Employee's  assessment  will  be  based  on  his  / her  performance  in  terms  of  the  outputs 
/ outcomes  (performance  indicators)  identified  as  per  attached  Performance  Plan  (Annexure  A), 
which  are  linked  to  the  KPA’s,  and  will  constitute  80%  of  the  overall  assessment  result  as  per  the 
weightings  agreed  to  between  the  Employer  and  Employee: 


Key  Performance  Areas  (KPA’s) 

Weighting 

Service  Delivery  & Infrastructure  Development 

0.00% 

Municipal  Institutional  Development  and  Transformation 

8.34% 

Local  Economic  Development  (LED) 

0.00% 

Municipal  Financial  Viability  and  Management 

77.08% 

Good  Governance  and  Public  Participation 

14.58% 

Total 

100% 

5.7  In  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  key  performance 
areas  related  to  the  functional  area  of  the  relevant  manager  must  be  subject  to  negotiation 
between  the  municipal  manager  and  the  relevant  manager. 

5.8  The  CCRs  will  make  up  the  other  20%  of  the  Employee’s  assessment  score.  CCRs  that  are 
deemed  to  be  most  critical  for  the  Employee’s  specific  job  should  be  selected  (V)  from  the  list 
below  as  agreed  to  between  the  Employer  and  Employee. 


CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 

CORE  MANAGERIAL  COMPETENCIES  (CMC) 

V 

WEIGHT 

Strategic  Capability  and  Leadership 

V 

5% 

Programme  and  Project  Management 

V 

5% 

Financial  Management 

V 

15% 

Change  Management 

Knowledge  Management 

V 

5% 

Service  Delivery  Innovation 

V 

5% 

Problem  Solving  and  Analysis 

V 

5% 

People  Management  and  Empowerment 

V 

5% 

Client  Orientation  and  Customer  Focus 

V 

10% 
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CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 

CORE  MANAGERIAL  COMPETENCIES  (CMC) 

V 

WEIGHT 

Communication 

V 

5% 

Honesty  and  Integrity 

V 

5% 

CORE  OCCUPATIONAL  COMPETENCIES  (COC) 

Competence  in  Self  Management 

V 

5% 

Interpretation  of  and  implementation  within  the 
legislative  an  national  policy  frameworks 

V 

5% 

Knowledge  of  Performance  Management  and 

Reporting 

V 

5% 

Knowledge  of  global  and  South  African  specific 
political,  social  and  economic  contexts 

Competence  in  policy  conceptualisation,  analysis  and 
implementation 

V 

5% 

Knowledge  of  more  than  one  functional  municipal  field 
/ discipline 

V 

5% 

Skills  in  Mediation 

Skills  in  Governance 

V 

5% 

Competence  as  required  by  other  national  line  sector 
departments 

Exceptional  and  dynamic  creativity  to  improve  the 
functioning  of  the  municipality 

V 

5% 

TOTAL  PERCENTAGE 

100% 

6.  EVALUATING  PERFORMANCE 


6.1  The  Performance  Plan  (Annexure  A)  to  this  Agreement  sets  out  - 

6.1.1  the  standards  and  procedures  for  evaluating  the  Employee's  performance;  and 

6.1.2  the  intervals  for  the  evaluation  of  the  Employee’s  performance. 

6.2  Despite  the  establishment  of  agreed  intervals  for  evaluation,  the  Employer  may  in  addition 
review  the  Employee’s  performance  at  any  stage  while  the  contract  of  employment  remains  in 
force. 

6.3  Personal  growth  and  development  needs  identified  during  any  performance  review  discussion 
must  be  documented  in  a Personal  Development  Plan  as  well  as  the  actions  agreed  to  and 
implementation  must  take  place  within  set  time  frames. 

6.4  The  Employee’s  performance  will  be  measured  in  terms  of  contributions  to  the  goals 
and  strategies  set  out  in  the  Employer’s  SDBIP. 

6.5  The  annual  performance  appraisal  will  involve: 

6.5.1  Assessment  of  the  achievement  of  results  as  outlined  in  the  Performance  Plan: 


(a)  Each  KPA  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  or  performance  indicators  have  been  met  and  with  due  regard  to  gd 
hoc  tasks  that  had  to  be  performed  under  the  KPA. 


(b) 


An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  KPA. 


(c)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.3  below) 
must  then  be  used  to  add  the  scores  and  calculate  a final  KPA  score. 

6.5.2  Assessment  of  the  CCRs 

(a)  Each  CCR  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  have  been  met. 

(b)  An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  CCR. 

(c)  This  rating  should  be  multiplied  by  the  weighting  given  to  each  CCR  during  the 
contracting  process,  to  provide  a score. 

(d)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.1)  must  then 
be  used  to  add  the  scores  and  calculate  a final  CCR  score. 

6.5.3  Overall  rating 

An  overall  rating  is  calculated  by  using  the  applicable  assessment-rating  calculator.  Such 

overall  rating  represents  the  outcome  of  the  performance  appraisal. 


6.6  The  assessment  of  the  performance  of  the  Employee  will  be  based  on  the  following 
rating  scale  for  KPA’s  and  CCRs: 


Level 

Terminology 

Description 

Rating 

1 2 ^3  1 4 5 

5 

Outstanding 

performance 

Performance  far  exceeds  the  standard 
expected  of  an  employee  at  this  level.  The 
appraisal  indicates  that  the  Employee  has 
achieved  above  fully  effective  results  against 
all  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan 
and  maintained  this  in  all  areas  of 
responsibility  throughout  the  year. 

4 

Performance 

significantly 

above 

expectations 

Performance  is  significantly  higher  than  the 
standard  expected  in  the  job.  The  appraisal 
indicates  that  the  Employee  has  achieved 
above  fully  effective  results  against  more  than 
half  of  the  performance  criteria  and  indicators 
and  fully  achieved  all  others  throughout  the 
year. 

3 

Fully  effective 

Performance  fully  meets  the  standards 
expected  in  all  areas  of  the  job.  The  appraisal 
indicates  that  the  Employee  has  fully 
achieved  effective  results  against  all 
significant  performance  criteria  and  indicators 
as  specified  in  the  PA  and  Performance  Plan. 

<rLin 


Level 

Terminology 

Description 

Rating 

1 2 3 4 5 

2 

Not  fully  effective 

Performance  is  below  the  standard  required 
for  the  job  in  key  areas.  Performance  meets 
some  of  the  standards  expected  for  the  job. 
The  review/assessment  indicates  that  the 
employee  has  achieved  below  fully  effective 
results  against  more  than  half  the  key 
performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 

1 

Unacceptable 

performance 

Performance  does  not  meet  the  standard 
expected  for  the  job.  The  review/assessment 
indicates  that  the  employee  has  achieved 
below  fully  effective  results  against  almost  all 
of  the  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 
The  employee  has  failed  to  demonstrate  the 
commitment  or  ability  to  bring  performance  up 
to  the  level  expected  in  the  job  despite 
management  efforts  to  encourage 

improvement. 

6.7  For  purposes  of  evaluating  the  annual  performance  of  the  Municipal  Manager,  an  evaluation 
panel  constituted  of  the  foliowing  persons  must  be  established;- 

6.7.1  Executive  Mayor; 

6.7.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.7.3  Member  of  the  Mayoral  Committee; 

6.7.4  Mayor  and/or  Municipal  Manager  from  another  municipality;  and 

6.7.5  Member  of  a ward  committee  as  nominated  by  the  Executive  Mayor. 

6.8  For  purposes  of  evaluating  the  annual  Performance  of  Managers  directly  accountable  to  the 

Municipal  Manager,  an  evaluation  panei  constituted  of  the  following  persons  must  be 
established:- 

6.8.1  Municipal  Manager; 

6.8.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.8.3  Municipal  Manager  from  another  municipality. 

6.9  The  Manager  responsible  for  Human  Resources  of  the  municipality  must  provide  secretariat 

services  to  the  evaluation  panels  referred  to  in  paragraphs  6.7  and  6.8. 


7.  SCHEDULE  FOR  PERFORMANCE  REVIEWS 


7.1  The  performance  of  each  Employee  in  relation  to  his  / her  performance  agreement  shall  be 
reviewed  on  the  following  dates  with  the  understanding  that  reviews  in  the  first  and  third  quarter 
may  be  verbal  if  performance  is  satisfactory: 


First  quarter 
Second  quarter 
Third  quarter 
Fourth  quarter 


July  - September  2012 
October  - December  2012 
January  - March  201 3 
April  - June  2013 


7.2  The  Employer  shall  keep  a record  of  the  mid-year  review  and  annuai  assessment  meetings. 

7.3  Performance  feedback  shall  be  based  on  the  Employer’s  assessment  of  the  Employee’s 
performance. 

7.4  The  Employer  will  be  entitled  to  review  and  make  reasonable  changes  to  the  provisions  of 
(Annexure  A)  from  time  to  time  for  operational  reasons.  The  Employee  will  be  fully  consulted 
before  any  such  change  is  made. 

7.5  The  Employer  may  amend  the  provisions  of  (Annexure  A)  whenever  the  performance 
management  system  is  adopted,  implemented  and  / or  amended  as  the  case  may  be.  In  that 
case  the  Employee  will  be  fully  consulted  before  any  such  change  is  made. 


8.  DEVELOPMENTAL  REQUIREMENTS 

The  Personal  Development  Plan  (PDP)  for  addressing  developmental  gaps  is  attached  as  (Annexure 
B). 


9.  OBLIGATIONS  OF  THE  EMPLOYER 

9.1  The  Employer  shall - 

9.1 .1  create  an  enabling  environment  to  facilitate  effective  performance  by  the  employee; 

9.1 .2  provide  access  to  skills  development  and  capacity  building  opportunities; 

9.1.3  work  collaboratively  with  the  Employee  to  solve  problems  and  generate  solutions  to 
common  problems  that  may  impact  on  the  performance  of  the  Employee; 

9.1.4  on  the  request  of  the  Employee  delegate  such  powers  reasonably  required  by  the 
Employee  to  enable  him  / her  to  meet  the  performance  objectives  and  targets 
established  in  terms  of  this  Agreement;  and 

9.1.5  make  available  to  the  Employee  such  resources  as  the  Employee  may  reasonably 
require  from  time  to  time  to  assist  him  / her  to  meet  the  performance  objectives  and 
targets  established  in  terms  of  this  Agreement. 


10.  CONSULTATION 


10.1  The  Employer  agrees  to  consult  the  Employee  timeously  where  the  exercising  of  the  powers 
will  have  amongst  others  - 

10.1 .1  a direct  effect  on  the  performance  of  any  of  the  Employee’s  functions; 

10.1.2  commit  the  Employee  to  implement  or  to  give  effect  to  a decision  made  by  the 

Employer;  and 

10.1 .3  a substantial  financial  effect  on  the  Employer. 


10.2 


The  Employer  agrees  to  inform  the  Employee  of  the  outcome  of 
pursuant  to  the  exercise  of  powers  contemplated  in  10.1  as  soon  as  is 
the  Employee  to  take  any  necessary  action  without  delay. 


any  decisions  taken 
practicable  to  enible 
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11.  MANAGEMENT  OF  EVALUATION  OUTCOMES 


11.1  The  evaluation  of  the  Employee’s  performance  will  form  the  basis  for  rewarding  outstanding 
performance  or  correcting  unacceptable  performance. 

11.2  A performance  bonus  of  between  5%  to  14%  of  the  all-inclusive  annual  remuneration 
package  may  be  paid  to  the  Employee  in  recognition  of  outstanding  performance  to  be 
constituted  as  follows: 

11.2.1 


Performance  Score 

Performance  Bonus  Percentage 

From 

To 

130% 

133% 

5% 

134% 

137% 

6% 

138% 

141% 

7% 

142% 

145% 

8% 

146% 

149% 

9% 

150% 

153% 

10% 

154% 

157% 

11% 

158% 

161% 

12% 

162% 

165% 

13% 

166% 

169% 

14% 

11.3  In  the  case  of  unacceptable  performance,  the  Employer  shall  - 

11.3.1  provide  systematic  remedial  or  developmental  support  to  assist  the  Employee  to 
improve  his  or  her  performance;  and 

11.3.2  after  appropriate  performance  counselling  and  having  provided  the  necessary 
guidance  and/  or  support  as  well  as  reasonable  time  for  improvement  in 
performance,  the  Employer  may  consider  steps  to  terminate  the  contract  of 
employment  of  the  Employee  on  grounds  of  unfitness  or  incapacity  to  carry  out  his  or 
her  duties. 


12.  DISPUTE  RESOLUTION 


12.1  Any  disputes  about  the  nature  of  the  Employee’s  performance  agreement,  whether  it  relates 
to  key  responsibilities,  priorities,  methods  of  assessment  and/  or  any  other  matter  provided 
for,  shall  be  mediated  by  - 


12.1.1  the  MEG  for  local  government  in  the  province  within  thirty  (30)  days  of  receipt  of  a 
formal  dispute  from  the  Employee;  or 

12.1.2  any  other  person  appointed  by  the  MEG. 

12.1.3  In  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  a member  of 
the  municipal  council,  provided  that  such  member  was  not  part  of  the  evaluation 
panel  provided  for  in  sub-regulation  27(4)(e)  of  the  Municipal  Performance 
Regulations,  2006,  within  thirty  (30)  days  of  receipt  of  a formal  dispute  from  the 
employee; 

whose  decision  shall  be  final  and  binding  on  both  parties. 

12.2  In  the  event  that  the  mediation  process  contemplated  above  fails,  clause  21.3  of  the 

of  Employment  shall  apply. 
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13.  GENERAL 


13.1  The  contents  of  this  agreement  and  the  outcome  of  any  review  conducted  in  terms  of 
Annexure  A may  be  made  available  to  the  public  by  the  Employer. 

13.2  Nothing  in  this  agreement  diminishes  the  obligations,  duties  or  accountabilities  of  the 
Employee  in  terms  of  his/  her  contract  of  employment,  or  the  effects  of  existing  or  new 
regulations,  circulars,  policies,  directives  or  other  instruments. 

13.3  The  performance  assessment  results  of  the  Directors  must  be  submitted  to  the  municipal 
council  within  fourteen  (14)  days  after  the  conclusion  of  the  assessment. 


14.  PERFORMANCE  APPRAISALS 

14.1  The  Employee  will  be  responsible  for  developing  annual  performance  work  plans  and 
conducting  performance  appraisais  with  ali  staff  in  the  Directorate  as  stipulated  in  Section  5 
of  the  201 1 Performance  Management  System  Framework  and  Policy  document. 


Thus  done  and  signed  at  KLERKSPORP  on  this  the 


i.. 


day  of  JUNE  2012. 


Thus  done  and  signed  at  KLERKSPORP  on  this  the....$  day  of  JUNE  2012. 


AS  WITNESSES: 


1. 


vV\<^ 
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ANNEXURE “A” 


Performance  Plan 


DIRECTOR  :FINANCE 

MK  KGAUWE 


CITY  OF  MATLOSANA 

Period  1 July  201 2 to  30  June  2013 
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DIRECTORATE  FINANCE 


1 


DRAFT  2012/13  SERVICE  DELIVERY  BUDGET  IMPLEMENTATION  PLA 


DIRECTOR  FINANCE 


TOTAL  WEIGHTING  PER  KEY  PERFORMANCE  AREA  (KPA)  = 100% 

Municipal  Institutional  Development  and  Transformation  8.34% 

Good  Governance  and  Public  Participation  14.58% 

Municipal  Financial  Viability  & Management  77.08% 


OPERATIONAL 

Project  ID 

, Vote  No. 

Item  Nr. 
(Section) 

Key 

Performance 
Area  (KPA) 

Weighting 

Objectives 

Key  Performance 
Indicators  (KPI) 

Annual  Target 

Revised 

Target 

Base  Line 

Quarter 

Quarterly 
Projected  Target 

Rating 

Keys 

Quarterly 

Actual 

Achievemen 

Expenditure 

Reason  for 

Deviation 

Planned 

Remedial 

Action 

Comments 

Portfolio  of  Evidence 

Compli- 

ance 

z 

FIN1 

Municipal 
Financial 
Viability  & 
Management 

2.09% 

To  reduce  disclaimers  to 
obtain  a clean  audit  report 

% of  Reducing  the 
number  of  Disclaimers  in 
Audit  Report  for  the 
Financial  year  10/11  to 
100% 

Reducing  the  number  of 
Disclaimers  in  Audit 
Report  for  the  Financial 
year  10/11  from  100%  to 
80%  by  June  2013 

100% 

1 

- 

Number  of  disclaimers 

2 

95% 

as  per  2 financial  years 

3 

90% 

4 

80% 

Compli- 

ance 

5 

z 

F(N2 

Municipal  Financial 
Viability  & 
Management 

2.08% 

To  improve  the  Supply 
Chain  Management 
process 

Supply  Chain 
Management  process 
improved 

Improving  the  Supply 
Chain  Management 
process  by  reducing  the 
turn-around  time  from  6 
months  to  3 months  by 
June  2013 

New  project 

1 

3 months 

Tenders. 

Advertisements. 

2 

3 months 

Data  base. 

3 

3 months 

Adjudication  committee 

4 

3 months 

minutes. 

Outcome 

9 

< 

z 

BUD1 

Municipal  Financial 
Viability  & 
Management 

2.08% 

To  control  expenditure 
management  to  ensure 
financial  sustainability 

Quarterly  operational 
expenditure  as  a 
percentage  of  planned 
expenditure 

Quarterly  operational 
expenditure  as  a 
percentage  of  planned 
expenditure 
(R1, 790, 938, 000)  by 

June  2013 

Outcome  9 

1 

R444734^500 

24,07% 

Printout  from  Main 

Ledger  Account 

2 

R895,469,000 

48,59% 

3 

R1, 340, 203, 500 
73,41% 

4 

R1. 790, 938, 000 
100% 

NKP- 

Indlcator 

Outcome 

9 

5 

z 

BUD2 

Municipal  Financial 
Viability  & Management 

2.08% 

To  control  expenditure 
management  to  ensure 
financial  sustainability 

Quarterly  capital 
expenditure  as  a % of 
planned  capital 
expenditure 

Quarterly  capital 
expenditure  as  a % of 
planned  capital 
expenditure 

(R152.172,000)  by  June 
2013 

R202,555  million 

1 

R38.834.294 

25,52% 

Printout  from  Main 

Ledger  Account 

2 

R66.331,775 

43,59% 

3 

R83,633,731 

54,96% 

4 

R152.172.000 

100% 

Outcome 

9 

z 

BUD3 

Municipal  Financial 
Viability  & 
Management 

2,08% 

To  control  expenditure 
management  to  ensure 
financial  sustainability 

% of  operational  budget 
spent  on  repairs  and 
maintenance 

4%  of  operational  budget 
spent  on  repairs  and 
maintenance  at  a cost  of 
R74, 536,000  by  June 

2013 

Outcome  9 

1 

R18.634,000 

25% 

Printout  from  Main 

Ledger  Account 

2 

R37,268,000 

50% 

3 

R55, 902,000 

75% 

4 

R74,536,000 

100% 

Outcome 

9 

z 

BUD4 

Municipal  Financial 
Viability  & 
Management 

2.08% 

To  control  expenditure 
management  to  ensure 
financial  sustainability 

MIG  expenditure  a % of 
annual  allocation 

MIG  expenditure  as  95  % 
of  annual  allocation 
(R123,546,000)  by  June 
2013 

1 

R12.354,600 

10% 

Printout  from  Main 

Ledger  Account 

O) 

0) 

E 

2 

R55, 595,700 

45% 

o 

B 

3 

o 

3 

R92,659,500 

75% 

4 

R123, 546,000 
100% 

NKP- 

Indicator 

1 

z 

BUD5 

Municipal  Financial  Viability  & 
Management 

2.08%  I 

I 

I 

Financial  Viability  ' 

expressed  i 

(National  Key  Performance 
Indicators) 

% of  Cost  coverage  ratio 
for  201 1/12 

< 

( 

Cost  coverage  ratio  for 
2011/12  by  August  2012 

A=(B+C)/D 

Where: 

‘A"  represents  cost  coverage 
’B”  represents  all  available 
:ash  at  a particular  time 
‘C”  represents  investments 
’D”  represents  monthly  fixed 
operating  expenditure 

1 

0,09 

Cost  Coverage  Print 

d t\ 

cn 

CO 

2 

o 

d 

3 

4 

\r\A  A 
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NKP- 

Indicator 

< 

z 

DEB1 

Municipal  Financial  Viability  & 
Management 

2.08% 

Financial  Viability 
expressed 

(National  Key  Performance 
Indicators) 

% of  Debt  coverage  ratio 
for  2010/11 

Debt  coverage  ratio  for 
2010/11  by  August  2011 
A=(B*C)  1 D 

VYhere: 

“A"  represents  debt  coverage 
‘'B"  represents  total  operating 
revenue  received 
"C"  represents  operating 
grants 

"D”  represents  debt  service 
payments  (i.e.  interest  + 
redemption)  due  within  the 
financial  year 

37.6 

1 

35.00% 

Debt  Coverage  Print 

2 

37,50% 

3 

40.00% 

4 

42.50% 

< 

z 

DEB2 

Municipal  Financial  Viability  & 
Management 

2.08% 

Financial  Viability 
expressed 

(National  Key  Performance 
Indicators) 

Outstanding  Service 
Debtors  to  Revenue  ratio 
for  2010/11  by  August 
2011 

A=B/C 

Where: 

“A"  represents  outstanding 
service  debtors  to  revenue 
“B"  represents  total 
outstanding  service  debtors 
“C”  represents  annual  revenue 
actually  received  for  services 

oo 

oo 

CD 

1 

80% 

Outstanding  Service 
Print  & Calculations 

2 

78% 

3 

76% 

4 

74% 

Outcome 

9 

< 

z 

DEBS 

Municipal 
Financial 
Viability  & 
Management 

2.08% 

To  increase  Payments 
Received  vs.  Monthly 
Levies  (Collection  rate  of 
billings) 

% Increase  in  annual 
debtors  collection  rate 

6%  Increase  (from 
current  80%  to  86%)  in 
annual  service  debtors 
collection  rate  by  June 
2013 

CO 

1 

80% 

Prints  & Calculations 
on  Financial  Indicators 

2 

82% 

3 

84% 

4 

86% 

Outcome 

9 

$ 

z 

DEBS 

Municipal  Financial 
Viability  & 
Management 

2.08% 

To  identify  and  recover  non 
paid  and  non-developed 
Council  sold  stands  to 
enhance  revenue 

Non-paid  and  non- 
developed  Council  sold 
stands  older  than  10 
years  identified  and 
recovered 

Identifying  and 
recovering  non-paid  and 
non-developed  Council 
sold  stands  older  than  10 
years  by  June  2013 

New 

project 

1 

Prints  & Calculations 
on  Financial  Indicators 

2 

- 

3 

Letters  of  Intent 
to  purchasers 

4 

Recover 
resolved  stands 

Outcome 

9 

z 

DEB4 

Municipal 
Financial 
Viability  & 
Management 

2,08% 

To  control  debt 
management  to  ensure 
financial  sustainability 

R value  debtors 
outstanding  as  a % of 
own  revenue 

Amount  of  rand  value 
debtors  outstanding  as 
35%  of  own  revenue  by 
June  2013 

Outcome  9 

1 

20% 

Printout  from  Main 
Ledger  Account 

2 

25% 

3 

30% 

4 

35% 

Outcome 

9 

z 

DEBS 

Municipal 
Financial 
Viability  & 
Management 

2.08% 

To  control  debt 
management  to  ensure 
financial  sustainability 

% of  debt  over  90  days 

Reduce  debt  over  90 
days  from  90%  to  80%  by 
June  2013 

Outcome  9 

1 

90.00% 

Printout  from  Main 

Ledger  Account 

2 

85.00% 

3 

82.50% 

4 

80.00% 

Outcome 

9 

z 

DEB6 

Municipal 
Financial 
Viability  & 
Management 

2.08% 

To  control  debt 
management  to  ensure 
financial  sustainability 

% of  debt  collected  as  a 
percentage  of  money 
owed  to  the  municipality 

90  % of  debt  collected  as 
a percentage  of  money 
owed  to  the  municipality 
by  June  2013 

O) 

1 

8.00% 

Printout  from  Main 

Ledger  Account 

E 

2 

8.50% 

o 

a 

3 

9.00% 

O 

4 

10.00% 

Compli- 

ance 

z 

BUD6 

Municipal  Financial 
Viability  & 
Management 

2,08% 

To  approve  the  budget  in 
order  to  comply  with 
legislation 

2013/14  Budget  planning 
process  time  table  tabled 

Tabling  the  2013/14 
budget  planning  process 
time  table  by  31  August 
2012 

<D 

JD 

TO 

H 

TO 

1 

2013/14  Budget 
Process  Plan 
tabled 

Time  Table 

E 

2 

- 

_TO 

jQ 

3 

- 

TO 

H 

4 

Compli- 

ance 

1 

z: 

3UD7 

unicipal  Financial 
Viability  & 
Management 

2.08% 

( 

I 

To  approve  the  budget  in  : 
Drder  to  comply  with  j 

egislation 

2013/14  Draft  budget 
approved  < 

Approving  the  2013/14 
draft  budget  by  March 

2013 

1 

Council  Resolution 

rn/l 

/ /D 

TO 

^ TO 

2 

5 ■§ 

2 m 

Q. 

Q. 

3 1 

2013/14  Draft 
budget  approved 

< 
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Compli- 

ance 

z 

BUD8 

Municipal  Financial 
Viability  & 
Management 

2.08% 

To  approve  the  budget  in 
order  to  comply  with 
legislation 

Final  2013/14  budget 
approved 

Approving  the  final 
2013/14  budget  by  31 
May  2013 

Approved  Budget 

1 

- 

Council  Resolution 

2 

- 

3 

" 

4 

2013/14  Budget 
approved 

Compli- 

ance 

z 

BUD9 

Municipal  Financial 
Viability  & 
Management 

2.08% 

To  approve  the  budget  in 
order  to  comply  with 
legislation 

Budget  related  policies 
approved 

Approving  the  final 
budget  related  policies 
and  tariffs  by  31  May 
2013 

Approved  Financial 
policies  & Tariffs 

1 

- 

Council  Resolution 

2 

- 

3 

- 

4 

Budget  policies 
& tariffs 
approved 

Compli- 

ance 

z 

BUD10 

Municipal  Financial 
Viability  & 
Management 

2.08% 

To  approve  the  Adjustment 
Budget  to  comply  with 
legislation 

2012/13  adjustment 
budget  approved 

Approving  the  2012/13 
adjustment  budget  by  28 
February  2013 

Approved  Adjustment 
Budget 

1 

- 

Council  Resolution 

2 

- 

3 

2012/13 
Adjustment 
Budget  approved 

4 

- 

Compli- 

ance 

z 

BUD11 

Municipal  Financial 
Viability  & 
Management 

2.08% 

To  submit  the  2011/12 
Financial  Statements  on 
time  to  comply  with 
legislation 

201 1/12  financial 
statements  submitted  to 
the  Auditor-General 

Submitting  the  2011/12 
financial  statements  to 
the  Auditor-General  by 

31  August  2012 

Submitted  Statements 

1 

2011/12 

Financial 

Statements 

submitted 

Letter  to  Auditor  - 
General 

2 

- 

3 

- 

4 

- 

Outcome 

9 

z 

BUD12 

Municipal 
Financial 
Viability  & 
Management 

2.08% 

To  identify  the  grants 
received  as  revenue  to 
better  service  delivery 

Grants  as  a % of 
revenue  received 

Grants  as  a % of 
revenue  received  by 

June  2013 

Outcome  9 

1 

25.00% 

Prints  & Calculations 
on  Financial  Indicators 

2 

45,00% 

3 

65.00% 

4 

100.00% 

Outcome 

9 

z 

RM1 

Municipal 
Financial  Viability 
& Management 

2.08% 

To  collect  revenue  for 
property  rates  to  comply 
with  legislation 

% of  budgeted  revenue 
for  property  rates 
collected 

60  % of  budgeted 
revenue  for  property 
rates  collected  by  June 
2013  (Implementation  of 
the  Municipal  Property 
Rates  Act,  2004  (Act  no, 

6 of  2004) 

Outcome  9 

1 

43.00% 

Prints  & Calculations 
on  Financial  Indicators 

2 

50,00% 

3 

55,00% 

4 

60.00% 

NKP- 

Indicator 

s 

z 

REV2 

Municipal 
Financial 
Viability  & 
Management 

2,08% 

Indigent  Subsidy  for  Free 
Basic  Services  allocations 
to  comply  with  legislation 
(National  Key  Performance 
Indicators) 

R value  spend  on  free 
basic  services 

R82,000,000  spend  on 
free  basic  services  by 
June  2013 

R70  million 

1 

R 20  500  000 

Print  of  Actual 

Spending 

2 

R 41  000  000 

3 

R 61  500  000 

4 

R 82  000  000 

NKP- 

Indicator 

z 

REVS 

Municipal 
Financial 
Viability  & 
Management 

2.08% 

Indigent  Subsidy  for  Free 
Basic  Services  allocations 
to  comply  with  legislation 
(National  Key  Performance 
Indicators) 

Number  of  approved 
households  with  free 
basic  services  (indigents) 

42,500  Approved 
households  with  free 
basic  services  (indigents) 
by  June  2013 

1 

41  500 

Register 

t— 

2 

41  900 

o 

3 

42  200 

4 

42  500 

NKP- 

Indicator 

1 

z 

REV4 

Municipal 
Financial 
Viability  & 
Management 

2.08% 

1 

< 

1 

Indigent  Subsidy  for  Free 
Basic  Services  allocations  I 
to  comply  with  legislation  i 
(National  Key  Performance 
Indicators) 

% Registered 
households  earning  less 
than  R2,280  per  month 

i 

52.4%  Registered 
households  earning  less 
than  R2,440  per  month 
by  June  2013 

1 

51.0% 

Calculations 

2 

51 ,6% 

r** 

LO 

3 

52.0% 

4 

52.4% 

NKP- 

Indicator 

f 

z 

^EV5 

Municipal 
Financial 
Viability  & 
Management 

?.08%  1 
1 
t 

( 

1 

ndigent  Subsidy  for  Free  1 
3asic  Services  allocations  1 
:o  comply  with  legislation 
National  Key  Performance 
ndicators) 

R value  spend  on  free  1 
Dasic  alternative  services  1 

R1 0,000,000  spend  on 
free  basic  alternative 
services  by  June  2013 

. 

c 

1 1 

R 2 500  000 

Register 

J 

.2 

E 

2 ' 

R 5 000  000 

c 

o 

3 ' 

R 7 500  000 

DC 

4 1 

R 10  000  000 

. 
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NKP- 

Indicator 

$ 

z 

REVS 

Municipal 
Financial 
Viability  & 
Management 

2.08% 

Indigent  Subsidy  for  Free 
Basic  Services  allocations 
to  comply  with  legislation 
{National  Key  Performance 
Indicators) 

Rural  settlements  with 
free  basic  alternative 
energy  (indigents) 
approved 

2,500  Approved  rural 
settlements  with  free 
basic  alternative  energy 
(indigents)  by  June  2013 

New  project 

1 

1 700 

Register 

2 

2 000 

3 

2 250 

4 

2 500 

NKP- 

Indlcator 

< 

REV6 

Municipal 
Financial 
Viability  & 
Management 

2.08% 

Indigent  Subsidy  for  Free 
Basic  Services  allocations 
to  comply  with  legislation 
(National  Key  Performance 
Indicators) 

% Registered  rural 
settlements  earning  less 
than  R2,440 

90%  Registered  rural 
settlements  earning  less 
than  R2,440  per  month 
by  June  2013 

New  project 

1 

70% 

Calculations 

2 

78% 

3 

85% 

4 

90% 

Opera- 

tonal 

z 

EXP1 

Municipal 
Financial 
Viability  & 
Management 

2.08% 

To  promptly  paid  all 
creditors  to  indicate  the 
payment  of  creditors 

All  payments  (creditors) 
be  done  within  30  days 

All  payments  (creditors) 
be  done  within  30  days  of 
receipt  of  invoice  / 
statement  by  June  2013 

R 7 259  826 

1 

RO 

Printout  from  Main 
Ledger  Account 

2 

RO 

3 

RO 

4 

RO 

Opera- 

tonal 

2: 

RM2 

Municipal  Financial 
Viability  & 
Management 

2.08% 

To  review  the  billing 
system  for  accuracy  and 
completeness  to  comply 
with  legislation 

Effective  and  accurate 
meter  readings  and  tariffs 
implemented 

Implementing  effective 
and  accurate  meter 
readings  and  tariffs  to 
increase  the  correctness 
of  service  accounts  from 
40%  to  80%  for  the 

KOSH  area  by  June 

2013 

40%  correnctness 

1 

Metering  Audits 
50% 

Deviation  Report 

2 

Metering  Audits 
60% 

3 

Metering  Audits 
70% 

4 

Metering  Audits 
80% 

Roll-Over 

z 

RMS 

Municipal  Financial 
Viability  & 
Management 

2.08% 

To  compile  a new  valuation 
roll  to  comply  with 
legislation 

New  valuation  roll  (part  1) 
compiled 

Compiling  a new 
valuation  roll  (part  1)  for 
the  KOSH  area  at  a cost 
of  R3, 500, 000  by  June 
2013 

Existing  valuation  roll 

1 

SCM  Process 

Report 

Proof  of  Payment 

2 

Appoint  a 
service  provider 

3 

Valuation  roll 

50%  completed 

4 

Valuation  roll 
100%  completed 

Roll-Over 

z 

RM4 

Municipal  Financial 
Viability  & Management 

2.08% 

To  implement  a Rates  By- 
Law  to  comply  with 
legislation 

Rates  By-Law 
implemented 

Implementing  a Rates  By- 
Law  for  the  KOSH  area 
by  June  2013 

Existing  valuation  roll 

1 

Consultation  & 
Draftina 

Report 

Proof  of  Payment 

2 

Task  Team  & 
workshops 

3 

Approved  Rates 
By-Law 

4 

Rates  By-Law 
published  in 
Government 
Gazette 

Opera- 

tional 

o 

S 

CO 

o 

o 

o 

CO 

o 

CM 

ICT8 

Municipal  Financial 
Viability  & 
Management 

2.08% 

To  audit  & license 
software  to  comply  with 
legislation 

All  software  audited  and 
licensed 

Auditing  and  renewing  of 

1 5 different  software 
licenses  at  a cost  of 

R2, 000, 000  by  June 

2013 

652  Audited  & 
Licensed  Software 

1 

Software  audited 
& licensed 

Report 

Proof  of  Payment 

2 

- 

3 

- 

4 

- 

Opera- 

tional 

Z 

ICT10 

Municipal  Financial 
Viability  & Management 

2.08% 

To  plan  an  ICT  integrated 
network  infrastructure  to 
provide  remote  access  and 
services 

ICT  integrated  network 

infrastructure 

implemented 

Approving  an  ICT 
integrated  network 
infrastructure  plan  for  the 
KOSH  area  and 
implementing  phase  1 for 
the  Finance  directorate 
for  at  an  amount  of 

R3, 000, 000  by  June 

2013 

New  project 

1 

Network  plan 
approved 

Network  Plan 

Approved 

Tender  document 
Network  equipment 
and  orders  (hardware) 
Proof  of  Payment 

2 

SCM  Process 

3 

Deployment 

4 

Implementation 

Opera- 

tional 

z 

ICT10 

3ood  Governance  and 
Public  Participation 

2.09% 

To  implement  an  IT  Policy 
to  regulate  IT  hardware 
and  software  activities 

E-Mail  policy  drafted 

Drafting  and 
implementing  an  E-Mail 
policy  to  regulate 
council's  IT  hard-  and 
software  activities  by 

June  2013 

New 

project 

1 

Consultation  & 
Drafting 

Network  Plan 

Approved 

Tender  document 
Network  equipment 
and  orders  (hardware) 
Proof  of  Payment 

2 

Task  Team  & 
workshops 

3 

Approved  policy 

4 

Implement  policy 
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Opera- 

tional 

z 

ICT10 

Good  Governance 
and  Public 
Participation 

2.09% 

To  implement  an  IT  Policy 
to  manage  user  access 
activities 

User  Account  policy 
drafted 

Drafting  and 
implementing  an  User 
Account  policy  to 
manage  council's  IT  user 
accounts  by  June  201 3 

New 

project 

1 

Consultation  & 
Draftinq 

Network  Plan 

Approved 

2 

Task  Team  & 
workshops 

Tender  document 
Network  equipment 

3 

Approved  policy 

and  orders  (hardware) 
Proof  of  Payment 

4 

Implement  policy 

Opera- 

tional 

5 

z 

ICT10 

Good  Governance 
and  Public 
Participation 

2.09% 

To  revise  IT  Policies  to 
keep-up  with  new  IT 
developments 

Securtiy  Policy  revised 

Revising  of  the  Security 
Policy  by  March  2013 

Approved 

policy 

1 

Consultation  & 
Drafting 

Network  Plan 

Approved 

Tender  document 
Network  equipment 
and  orders  (hardware) 
Proof  of  Payment 

2 

Task  Team  & 
workshops 

3 

Approved  policy 

4 

- 

Opera- 

tional 

$ 

z 

ICT10 

Good  Governance 
and  Public 
Participation 

2.09% 

To  revise  IT  Policies  to 
keep-up  with  new  IT 
developments 

Back-up  Policy  revised 

Revising  of  the  Security 
Policy  by  March  2013 

Approved 

policy 

1 

Consultation  & 
Drafting 

Network  Plan 

Approved 

Tender  document 
Network  equipment 
and  orders  (hardware) 
Proof  of  Payment 

2 

Task  Team  & 
workshops 

3 

Approved  policy 

4 

- 

Opera- 

tional 

z 

ICT10 

Good  Governance 
and  Public 
Participation 

2.09% 

To  revise  IT  Policies  to 
keep-up  with  new  IT 
developments 

Internet  Policy  revised 

Revising  of  the  Internet 
Policy  by  March  2013 

Approved 

policy 

1 

Consultation  & 
Drafting 

Network  Plan 

Approved 

Tender  document 
Network  equipment 
and  orders  (hardware) 
Proof  of  Payment 

2 

Task  Team  & 
workshops 

3 

Approved  policy 

4 

- 

Opera- 

tional 

$ 

z 

ICT10 

Good  Governance 
and  Public 
Participation 

2.09% 

To  revise  IT  Policies  to 
keep-up  with  new  IT 
developments 

IT  Policy  revised 

Revising  of  the  Website 
Policy  by  March  2013 

Approved 

policy 

1 

Consultation  & 
Drafting 

Network  Plan 

Approved 

Tender  document 
Network  equipment 
and  orders  (hardware) 
Proof  of  Payment 

2 

Task  Team  & 
workshops 



3 

Approved  policy 

4 

- 

Opera- 

tional 

z 

iCTIO 

Good  Governance 
and  Public 
Participation 

2.09% 

To  revise  IT  Policies  to 
keep-up  with  new  IT 
developments 

IT  Policy  revised 

Revising  of  the  Access  to 
Information  Policy  by 
March  2013 

Approved 

policy 

1 

Consultation  & 
Drafting 

Network  Plan 

Approved 

Tender  document 
Network  equipment 
and  orders  (hardware) 
Proof  of  Payment 

2 

Task  Team  & 
workshops 

3 

Approved  policy 

4 

- 

Compllan 

ce 

z 

SCMI 

Municipal 

Institutional 

Development 

and 

Transformation 

2.09% 

To  implement  Interna!  Co- 
operation and  Controls  to 
ensure  compliance  with 
legislation 

Number  of  meetings  of 
the  Specification 
Committee  conducted 

Conducting  at  least  12 
meetings  of  the 
Specification  Committee 
by  June  2013 

12  Meetings 

1 

3 

Notices  & Attendance 
Register 

2 

3 

3 

3 

4 

3 

Compli- 

ance 

z 

SCI\/I2 

Municipal 

Institutional 

Development 

and 

Transformation 

2.09% 

To  implement  Internal  Co- 
operation and  Controls  to 
ensure  compliance  with 
legislation 

Number  of  meetings  of 
the  Evaluation 

Committee  conducted 

Conducting  at  least  12 
meetings  of  the 

Evaluation  Committee  by 
June  2013 

12  Meetings 

1 

3 

Notices  & Attendance 
Register 

2 

3 

3 

3 

4 

3 

Compli- 

ance 

z 

SCM3 

Municipal 

Institutional 

Development 

and 

Transformation 

2.09% 

To  implement  Internal  Co- 
operation and  Controls  to 
ensure  compliance  with 
legislation 

Number  of  meetings  of 
the  Adjudication 
Committee  conducted 

Conducting  at  least  12 
meetings  of  the 
Adjudication  Committee 
by  June  2013 

Meetings 

1 

3 

Notices  & Attendance 
Register 

2 

3 

3 

3 

4 

3 

Compli- 

ance 

. 

z 

SCM4 



Municipal 

Institutional 

Development 

and 

Transformation 

2.09% 

1 

To  implement  Internal  Co- 
operation and  Controls  to  ' 
ensure  compliance  with 
legislation  < 

Number  of  SCM 
workshops  for  internal  & 
external  people 
conducted 

Conducting  8 SCM 
workshops  for  internal  & 
external  people  by  June 
2013 

O 

1 

2 

Notices  & Attendance 
Register 

0) 

o' 

u. 

2 

2 

Q. 

3 

2 

z 

4 

2 

DIRECTORATE  FINANCE 
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Opera- 

tonal 

$ 

z: 

SCM5 

Municipal 
Financial  Viability 
& Management 

2.08% 

To  review  the  Supply 

Chain  Management  policy 
for  compliance  with 
legislation  and  regulations 

Supply  Chain 
Management  policy 
reviewed 

Revising  the  Supply 

Chain  Management 
policy  by  March  2013 

Approved  policy 

1 

Consultation  & 
Drafting 

Progress  reports. 
Attendance  register, 
notices,  agendas. 
Council  resolution 

2 

Task  Team  & 
workshops 

3 

Approved  policy 

4 

- 

Opera- 

tonal 

z 

SCM6 

Municipal 
Financial 
Viability  & 
Management 

2.08% 

To  implement  a Supply 
Chain  Management  policy 
to  comply  with  legislation 

Supply  Chain 
Management  policy 
implemented 

Submitting  4 quarterly 
reports  on  the 
implementation  of  SCM 
policy  to  council  and 
make  public  by  June 

2013 

4 SCM  Reports 

1 

1 

Notices,  agendas. 
Council  resolution 

2 

1 

3 

1 

4 

1 

Opera- 

tonal 

< 

z 

SCM7 

Municipal 
Financial  Viability 
& Management 

2.08% 

To  implement  a Supply 
Chain  Management  policy 
to  comply  with  legislation 

Supply  Chain 

Management  policy 
implemented 

Submitting  1 annual 
report  on  the 
implementation  of  SCM 
policy  to  council  and 
make  public  by  June 

2013 

1 SCM  Annual 
Report 

1 

Notices,  agendas. 
Council  resolution 

2 

- 

3 

4 

1 

48  100.00% 


ANNEXURE  “B” 


Personal  Development  Plan  (PDP) 


DIRECTOR  rFINANCE 

MK  KGAUWE 


CITY  OF  MATLOSANA 

Period  1 July  201 2 to  30  June  2013 


Explanatory  Notes  to  the  Personal  Development  Plan 
1.  Introduction 

1.1  A Municipality  should  be  committed  to  - 

(a)  the  continuous  training  and  development  of  its  employees  to  achieve  its  vision, 
mission  and  strategic  objectives  and  empower  employees;  and 

(b)  managing  training  and  development  within  the  ambit  of  relevant  national  policies 
and  legislation. 

1.2  A Municipality  should  follow  an  integrated  approach  to  Human  Resource  Development, 
that  is: 

(a)  Human  resource  development  should  form  an  integral  part  of  human 
resource  planning  and  management. 

(b)  In  order  for  a municipality’s  training  and  development  strategy  and  plans  to  be 
successful  it  should  be  based  on  sound  Human  Resource  (HR)  practices,  such 
as  the  (strategic)  HR  Plan,  job  descriptions,  the  result  of  regular  performance 
appraisals,  career  pathing,  scarce  skills  an  talent  management  and  succession 
planning. 

(c)  To  ensure  the  necessary  linkage  with  performance  management,  the 
municipality’s  Performance  Management  and  Development  System  should 
provide  for  the  Personal  Development  Plans  of  employees  to  be  included  in  their 
annual  Performance  Agreements.  Such  approach  will  ensure  the  alignment  of 
individual  performance  objectives  to  the  municipality’s  strategic  objectives,  and 
that  training  and  development  needs  are  also  identified  during  the  performance 
management  and  appraisal  process. 

(d)  Career-pathing  and  succession  planning  ensures  that  employees  are  placed  and 
developed  in  jobs  according  to  aptitude  and  identified  potential  and  through 
training  and  development  acquire  the  necessary  competencies  to  prepare  them 
for  future  positions.  Scarce  skills  and  talent  management  also  requires 
appropriate  training,  education  and  development  interventions. 

2.  Competence  Modeling 

2.1  What  does  an  institution  mean  when  it  says  an  employee  / prospective  employee 
is  competent  if  he  / she  fit  a managerial  competency  framework  or  occupational 
competency  profile?  The  institution  is  in  fact  expressing  competence  as  a 
future-oriented  ideal  that  they  require  to  achieve  their  strategic  objectives.  The 
institution  is  in  effect  giving  a depiction  of  the  desired  or  required  knowledge, 
skills  and  attributes  for  an  individual  in  a specific  position].  For  competence  to  be 
useful,  the  associated  competence  should  be  greater  than  the  observed 
performance  as  it  will  allow  the  individual  growth  towards  this  ‘ideal’. 

2.2  There  is  however  a risk  in  expressing  a required  competence  that  a current  or 
prospective  employee  should  adhere  to  in  the  future,  as  the  future  is,  by 
definition,  uncertain.  Managers  cannot  know  how  an  employee  will  perform  in  the 
future  nor  can  they  know  how  employees  that  they  did  not  select,  did  not 
promote,  did  not  award  a qualification  to,  might  perform. 

2.3  Moreover,  managers  do  not  make  their  expressions  in  a social  vacuum.  They  do  / 
so  within  a social  context  in  which  there  are  various  actors,  various  stakeholders,  / 


with  different  interest’s  accountabilities,  different  things  they  are  trying  to  achieve 
and  various  ways  in  which  others  will  hold  them  accountable.  If  managers  are 
selecting  employees  they  shall  similarly  have  to  justify  their  decisions  to  others. 
Relevance  thus  becomes  an  obvious  issue  that  affects  the  level  of  confidence  in 
such  a decision.  Various  human  resources  procedures  and  systems  need  to  be 
established  to  maintain  the  relevance  of  the  expression  of  competence  to  the 
requirements  of  the  employer.  Confidence  is  the  basis  on  which  the  various 
parties  implicated  in  the  decisions  and  actions  taken  within  a competence  system 
will  seek  to  account  to  others  for  those  decisions  and  actions. 

2.4  When  linking  a decision  that  a prospective  employee  / current  employee  are 
competent  the  communication  is  based  on  what  may  be  called  conventions  of 
assessment.  Some  common  understanding  is  achieved  by  which  a certain  set  of 
arrangements  become  socially  accepted  as  the  basis  for  linking  different 
contexts.  Contexts  differ,  in  particular  in  terms  of  time.  So  performance  in  the 
past  is  linked  to  future  situations  in  which  desired  performance  is  anticipated. 
This  linking  of  contexts  will  normally  involve  some  model,  some  way  of 
accounting  for  the  claimed  link.  The  DPLG  has  decided  on:- 

2.4.1  A managerial  competency  framework  as  an  expression  of  required 
managerial  competencies. 

2.4.2  Occupational  competency  profiles  as  expression  of  occupation  / post 
competency  requirements. 

Compiling  the  Personal  Development  Plan  attached  as  the  Appendix  1. 

3.1  The  aim  of  the  compilation  of  Personal  Development  Plans  (PDPs)  is  to  identify, 
prioritise  and  implement  training  needs 

3.2  The  Local  Government:  Municipal  Systems  Act;  Guidelines;  Generic  senior 
management  competency  framework  and  occupational  competency  profiles 
provides  comprehensive  information  on  the  relevance  of  items  2.4.1  and  2.4.2 
above  to  the  PDP  process.  The  Municipal  Finance  Management  Competency 
Regulations,  such  as  those  developed  by  the  National  Treasury  and  other  line 
sector  departments’  legislated  competency  requirements  need  also  be  taken  into 
consideration  during  the  PDP  process. 

3.3  The  assessment  results  of  a manager  against  the  minimum  requirements  contained 
in  the  managerial  competency  framework  and  occupational  competency  profiles  will 
assist  a manager,  in  consultation  with  his  / her  employee,  to  compile  a Personal 
Development  Plan  as  follows:- 

(a)  The  identified  training  needs  should  be  entered  into  column  1 of  the 
Appendix  1,  entitled  Skills  / Performance  Gap.  The  following  should  be 
carefully  determined  during  such  a process; 

a.  Organisational  needs,  which  include  the  following: 

o Strategic  development  priorities  and  competency  requirements,  in 
line  with  the  municipality's  strategic  objectives, 
o The  competency  requirements  of  individual  jobs.  The  relevant  job 
requirements  (job  competency  profile)  as  identified  in  the  job 
description  should  be  compared  to  the  current  competency  profile 
of  the  employee  to  determine  the  individual’s  competency  gaps. 


o 


Specific  competency  gaps  as  identified  during  the  probation 
period  and  performance  appraisal  of  the  employee, 
b.  Individual  training  needs  that  are  iob  / career  related. 

(b) Next,  the  prioritisation  of  the  training  needs  in  column  1 should  also  be 
determined  since  it  may  not  be  possible  to  address  all  identified  training  needs 
in  a specific  financial  year.  It  is  however  of  critical  importance  that  training  needs 
be  addressed  on  a phased  and  priority  basis.  This  implies  that  all  these  needs 
should  be  prioritized  for  purposes  of  accommodating  critical  / strategic  training 
and  development  needs  in  the  HR  Plan,  Personal  Development  Plans  and  the 
Workplace  Skills  Plan. 

(c)  Consideration  must  then  be  given  to  the  outcomes  expected  in  column  2 of 
the  Appendix  1,  so  that  once  the  intervention  is  completed  the  impact  it  had  can 
be  measured  against  relevant  output  indicators. 

(d) An  appropriate  intervention  should  be  identified  to  address  training  needs  / 
skills  gaps  and  the  outcome  to  be  achieved  but  with  due  regard  to  cost 
effectiveness.  These  interventions  should  be  listed  in  column  3 of  the 
Appendix  1,  entitled:  Suggested  training  and  / or  development  activity.  The 
training  / development  must  also  be  conducted  either  in  line  with  a recognised 
qualification  from  a tertiary  institution  or  unit  standards  registered  on  the  National 
Qualifications  Framework  (South  African  Qualifications  Authority),  which  could 
enable  the  trainee  to  obtain  recognition  towards  a qualification  for  training 
undertaken.  It  is  important  to  determine  through  the  Training  / Human  Resource 
Development  / Skills  Development  Unit  within  the  municipality  whether  unit 
standards  have  been  developed  with  regard  to  a specific  outcome  / skills  gap 
identified  (and  registered  with  the  South  African  Qualifications  Authority).  Unit 
standards  usually  have  measurable  assessment  criteria  to  determine  achieved 
competency.  There  is  more  detail  on  this  in  item  4 below. 

(e)  Guidelines  regarding  the  number  of  training  days  per  employee  and  the 
nominations  of  employees:  An  employee  should  on  average  receive  at  least 
five  days  of  training  per  financial  year  and  not  unnecessarily  be  withdrawn  from 
training  interventions. 

(f)  Column  4 of  the  Appendix  1:  The  suggested  mode  of  delivery  refers  to  the 
chosen  methodology  that  is  deemed  most  relevant  to  ensure  transfer  of  skills. 
The  training  / development  activity  should  impact  on  delivery  back  in  the 
workplace.  Mode  of  delivery  consists  of,  amongst  others,  self-study  [The  official 
takes  it  upon  him  / her  to  read  e.g.  legislation];  internal  or  external  training 
provision:  coaching  and  / or  mentoring  and  exchange  programmes,  etc. 

(g) The  suggested  time  frames  column  5 of  the  Appendix  1 enable  managers  to 
effectively  plan  for  the  annum  e.g.  so  that  not  all  their  employees  are  away  from 
work  within  the  same  period  and  also  ensuring  that  the  PDP  is  implemented 
systematically. 

(h)  Work  opportunity  created  to  practice  skill  / development  areas,  in  column  6 
of  the  Appendix  1,  further  ensures  internalisation  of  information  gained  as 
as  return  on  investment  (not  just  a nice  to  have  skill  but  a necessary  to  have 
that  is  used  in  the  workplace). 


well 


(i)  The  final  column,  column  7 of  the  Appendix  1,  provides  the  employee  with  a 
support  person  that  could  act  as  coach  or  mentor  with  regard  to  the  area  of 
learning. 

3.4  Personal  Development  Plans  are  compiled  for  individual  employees  and  the  data 
collated  from  all  employees  in  the  municipality  forms  the  basis  for  the  prescribed 
Workplace  Skills  Plan,  which  municipalities  are  required  to  compile  as  a basis  for  all 
training  and  education  activities  in  the  municipality,  in  a specific  financial  year  and 
report  on  progress  made  to  the  Local  Government  Sector  Education  and  Training 
Authority  (LGSETA). 

3.5  Funding  should  be  made  available  for  training,  education  and  development,  in  line 
with  the  Skills  Development  Act,  at  least  1%  of  the  personnel  budget  must  be 
earmarked  for  it.  Additional  funding  can  also  be  secured  in  terms  of  the  provisions 
of  the  Skills  Development  Levies  Act  from  the  LGSETA  if:- 

(a)  A Skills  Development  Facilitator  has  been  appointed. 

(b) The  Workplace  Skills  Plan  has  been  submitted. 

(c)  A submission,  including  a Business  Plan  is  submitted  for  additional  grants. 
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Criteria 

Description 

Generic  standards  for  'outstanding'  performance 

Strategic 
capability  and 
leadership 

Provides  a vision,  sets 
the  direction  for  the 
organization  and/or 
unit  and  inspires 
others  to  deliver  on 
the  organizational 
mandate 

• Develops  detailed  action  plans  to  execute  strategic  initiatives. 

• Assists  in  defining  performance  measures  to  evaluate  the 
success  of  strategies. 

• Achieves  strategic  objectives  against  specified  performance 
measures. 

• Translates  strategies  into  action  plans. 

• Secures  co-operation  from  colleagues  and  team  members. 

• Seeks  mutual  benefit/wIn-win  outcomes  for  all  concerned. 

• Supports  stakeholders  in  achieving  their  goals. 

• Inspires  staff  with  own  behaviour  - 'walks  the  talk'. 

• Manages  and  calculates  risks. 

• Communicates  strategic  plan  to  the  organization. 

• Utilizes  strategic  planning  methods  and  tools. 

Programme  and 

project 

management 

Plans,  manages, 
monitors  and 
evaluates  specific 
activities  in  order  to 
deliver  the  desired 
outputs  and 
outcomes. 

• Establishes  broad  stakeholder  involvement  and  communicates 
the  project  status  and  key  milestones. 

• Defines  roles  and  responsibilities  for  project  team  members 
and  clearly  communicates  expectations. 

• Balances  quality  of  work  with  deadlines  and  budget. 

• Identifies  and  manages  risks  to  the  project  by  assessing 
potential  risks  and  building  contingencies  into  project  plan. 

• Uses  computer  software  programmes. 

• Sets  and  manages  service  level  agreements  with  contractors. 

Financial 

management 

1 

1 

Compiles  and 
manages  budgets, 
controls  cash  flow, 
institutes  risk 
management  and 
administers  tender 
procurement 
processes  in 
accordance  with 
generally  recognized 
financial  practices  in 
order  to  ensure  the 
achievement  of 
strategic 
organizational 
objectives. 

Demonstrates  knowledge  of  general  concepts  of  financial 
planning,  budgeting  and  forecasting  and  how  they  interrelate. 
Manages  and  monitors  financial  risk. 

Continuously  looks  for  new  opportunities  to  obtain  and  save 
funds. 

Prepares  financial  reports  and  guidelines  based  on  prescribed 
format. 

Understands  and  weighs  up  financial  implications  of 
propositions. 

Understands  analyses  and  monitors  financial  reports. 

Allocates  resources  to  established  goals  and  objectives. 

Aligns  expenditure  to  cash  flow  projections. 

Ensures  effective  utilization  of  financial  resources. 

Develops  corrective  measures/actions  to  ensure  alignment  of 
budget  to  financial  resources. 

• Prepares  own  budget  in  line  with  the  strategic  objectives  of  the 
organization 

Change 

management 

Initiates,  supports  and 
champions 
organizational 
transformation  and 
change  in  order  to 
successfully 
implement  new 
initiatives  and  deliver 
on  service  delivery 
commitments. 

• Performs  analysis  to  determine  the  impact  of  changes  in  the 
social,  political  and  economic  environment. 

• Keeps  self  and  others  calm  and  focused  during  times  of 
change  or  ambiguity. 

• Initiates,  supports  and  encourages  new  ideas. 

• Volunteers  to  lead  change  efforts  outside  of  own  work  team. 

• Consults  and  persuades  all  the  relevant  stakeholders  of  the 
need  for  change. 

• Inspires  and  builds  commitment  within  own  area  for  the  change 
by  explaining  the  benefits  of  change,  and  the  process  of 
implementing  the  change. 

• Coaches  colleagues  on  how  to  manage  change. 

• Proactively  seeks  new  opportunities  for  change. 

• Identifies  and  assists  in  resolving  resistance  to  change  with 
stakeholders. 

• Designs  specific  projects  to  enable  change  that  is  aligned  to 
the  organizational  objectives. 

• Uses  the  political,  legislative  and  regulatory  processes  of  the 
Public  Service  to  drive  and  implement  change  efforts. 

Knowledge 

management 

Obtains,  analyses  and 
promotes  the 
generation  and 
sharing  of  knowledge 
and  learning  in  order 
to  enhance  the 
collective  knowledge 
of  the  organization. 

• Uses  appropriate  information  systems  to  manage 
organizational  knowledge. 

• Uses  modern  technology  to  stay  abreast  of  world  trends  and 
information. 

• Evaluates  information  from  multiple  sources  and  uses 
information  to  influence  decisions. 

• Creates  mechanisms  and  structures  for  sharing  of  knowledge 
in  the  organization. 

Uses  libraries,  researchers,  knowledge  specialists  and  other 
knowledge  bases  appropriately  to  improve  organizational 
efficiency. 

Promotes  the  importance  of  knowledge  sharing  within  own 
area. 

Adapts  and  integrates  information  from  multiple  sources  to 
create  innovative  knowledge  management  solutions. 

Nurtures  a knowledge-enabling  environment. 

Service  delivery 
innovation 

Champion's  new  ways 
of  delivering  services 
that  contributes  to  the 
improvement  of 
organizational 
processes  in  order  to 
achieve  organizational 
goals. 

\ 

{ 

Consults  clients  and  stakeholders  on  ways  to  improve  the 
delivery  of  services. 

Communicates  the  benefits  of  service  delivery  improvement 
opportunities  to  stakeholders. 

Identifies  internal  process  improvement  opportunities  to  SDI. 
Demonstrates  full  knowledge  of  principles  on  service  delivery 
innovations. 

Identifies  and  analyses  opportunities  where  innovative  ideas 
can  lead  to  improved  service  delivery. 

Creates  mechanisms  to  encourage  innovation  and  creativity 
within  functional  area  and  across  the  organization. 

Implements  innovative  service  delivery  options  in  own 
department/organization.  « 
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Problem  solving 
and  analysis 

Systematically 
identifies  analyses 
and  resolves  existing 
and  anticipated 
problems  in  order  to 
reach  optimum 
solutions  in  a timely 
manner. 

• Explains  potential  impact  of  problems  to  won  working 
environment. 

• Demonstrates  logical  problem  solving  approach  and  provides 
rationale  for  proposed  solutions. 

• Determines  root  causes  of  problems  and  evaluates  whether 
solutions  address  root  causes. 

• Demonstrates  objectivity,  thoroughness,  insightfulness  and 
probing  behaviours  when  approaching  problems. 

• Demonstrates  the  ability  to  break  down  complex  problems  into 
manageable  parts  and  identify  solutions. 

People 

management  and 
empowerment 

Manages  and 
encourages  people, 
optimizes  their  outputs 
and  effectively 
manages  relationships 
in  order  to  achieve 
organizational  goals. 

• Seeks  opportunities  to  increase  personal  contribution  and  level 
of  responsibility. 

• Supports  and  respects  the  individuality  of  others  and 
recognizes  the  benefits  of  diversity  of  ideas  and  approaches. 

• Delegates  and  empowers  others  to  increase  contribution  and 
level  of  responsibility. 

• Applies  labour  and  employment  legislation  and  regulations 
consistently. 

• Facilitates  team  goal  setting  and  problem  solving. 

• Recognizes  individuals  and  teams  and  provides  developmental 
feedback  in  accordance  with  performance  management 
principles. 

• Adheres  to  internal  and  national  standards  with  regards  to  HR 
practices. 

• Deals  with  labour  matters. 

• Identifies  competencies  required  and  suitable  resources  for 
specific  tasks. 

• Displays  personal  interest  in  the  well-being  of  colleagues. 

Able  to  manage  own  time  as  well  as  time  of  colleagues  and 
other  stakeholders. 

Manages  conflict  through  a participatory  transparent  approach. 

Client  orientation 
and  customer 
focus 

Willing  and  able  to 
deliver  services 
effectively  and 
efficiently  in  order  to 
put  the  spirit  of 
customer  service 
(Batho  Pele)  into 
practice. 

Develops  clear  and  implementable  service  delivery 
improvement  programmes. 

Identifies  opportunities  to  exceed  the  expectations  of 
customers. 

Designs  internal  work  processes  to  improve  customer  service. 
Adds  value  to  the  organization  by  providing  exemplary 
customer  service. 

Applies  customer  rights  in  own  work  environment. 

Communication 

1 

( 

Exchanges 
information  and  ideas 
in  a clear  and  concise 
manner  appropriate 
for  the  audience  in 
order  to  explain, 
persuade,  convince 
and  influence  others  , 
to  achieve  the  desired  , 
outcomes. 

Expresses  ideas  to  individuals  and  groups  both  in  formal  and 
informal  settings  in  an  interesting  and  motivating  way. 

Receptive  to  alternative  viewpoints. 

Adapts  communication  content  and  style  according  to  the 
audience,  including  managing  body  language  effectively. 

Delivers  messages  in  a manner  that  gains  support, 
commitment  and  agreement. 

Writes  well-structured  complex  documents. 

Communicates  controversial  sensitive  messages  to  fl 
stakeholders  tactfully.  // 

(A /I  (L 
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• Listens  well  and  is  receptive. 

• Encourages  participation  and  mutual  understanding. 

Honesty  and 
integrity 

Displays  and  builds 
the  highest  standards 
of  ethical  and  moral 
conduct  in  order  to 
promote  confidence 
and  trust  in  the  Public 
Service. 

• Conducts  self  in  accordance  with  organizational  code  of 
conduct. 

• Admits  won  mistakes  and  weaknesses  and  seeks  help  from 
others  were  unable  to  deliver. 

• Reports  fraud,  corruption,  nepotism  and  maladministration. 

• Honours  the  confidentiality  of  matters  and  does  not  use  it  for 
personal  gain  or  the  gain  of  others. 

• Discloses  conflict  of  interest’s  issues. 

• Establishes  trust  and  shows  confidence  in  others. 

• Treats  all  employees  with  equal  respect. 

• Undertakes  roles  and  responsibilities  in  a sincere  and  honest 
manner. 

• Incorporates  organizational  values  and  beliefs  into  daily  work. 

• Uses  work  time  for  organizational  matters  and  not  for  personal 
matters. 

• Shares  information  openly,  whilst  respecting  the  principle  of 
confidentiality. 

lllillBlllilSIiHilBII 

Criteria 

Description 

Generic  standards  for  'outstanding'  performance 

Interpretation  of 
and 

implementation 
within  the 
legislative  an 
national  policy 
frameworks 

The  ability  to 
implement,  manage 
and  oversee  the 
implementation  of 
legislation  and  policy 

• Implementing  and  overseeing  the  implementation  and 
enforcement  of  policies  and  Bylaws 

• Establishing  and  maintaining  a register  of  non-compliance  with 
legislative  requirements  and  regularly  reporting  these  to  the 
municipal  council  and  other  role  players.  For  example, 
instances  of  non-compliance  with  the  MFMA  are  required  to  be 
reported  to  the  National  Treasury 

• Regularly  monitor  and  report  to  the  municipal  council  on  the 
implementation  of  policies  and  compliance  with  legislative 
requirements 

• Regularly  reviewing  and,  where  necessary,  proposing  to  the 
municipal  council  amendment  of  policies  and  in  the  case  of  a 
municipality  also  By-laws  to  ensure  their  relevance  and 
alignment  with  the  strategies  and  goals 

• Monitor  and  ensure  enforcement  of  municipal  By-laws, 
including  penalties  and  fines  for  non-compliance,  within  the 
municipality’s  area  of  jurisdiction 

• Regularly  consider  the  impact  of  amendments  to  the 

Constitution,  national  and  provincial  legislation  and  policy,  and 
the  legislative  framework  governing  local  government  on  the 
municipality’s  By-laws  and  policies 
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Knowledge  of 
Performance 
Management  and 
Reporting 

The  ability  to  support 
the  implementation  of 
the  performance 
reporting  process  of 
the  municipality. 

• Knowledge  and  understanding  of  the  local  government 
legislative  framework  governing  performance  reporting. 

• Within  the  area  of  responsibility,  supporting,  implementing  and 
maintaining  the  performance  management  system.  In  the  case 
of  a municipal  entity  also  supporting  and  contributing  to  the 
regular  monitoring,  measuring,  reviewing  and  reporting  of  the 
entity’s  performance  to  its  parent  municipality 

• Contribute  to  the  timely  preparation,  submission  and 
publication  of  statutory  reports  relating  to  performance.  For 
example  the  annual  performance  report  (section  121(3)  and  (4) 
of  the  MFMA),  mid-year  performance  reporting  (sections  72  of 
the  MFMA)  of  a municipality  and  in  the  case  of  a municipal 
entity,  an  assessment  of  the  entity’s  performance  (section 

121(4)  of  the  MFMA),  mid-year  performance  reporting  (section 
88  of  the  MFMA),  etc. 

• Within  the  area  of  responsibility,  ensure  that  the  content  of 
performance  reporting  is  specific  (unambiguous),  measurable, 
accurate  and  valid,  reliable  and  time  specific. 

• Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  reports  to  understand  the  impact  on,  and  to  guide 
planning  in  respect  of,  strategies  and  goals  including  the 
implementation  of  the  budget  and  service  delivery  and  budget 
implementation  plan  (SDBIP)  and  policies. 

• Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  of  Service  delivery  mechanisms  (internal  and 
external)  and  outsourced  service  agreements  against 
performance  targets;  and 

• Within  the  municipality  , analyze  and  evaluate  the 
performance  of  each  of  its  municipal  entities  against  the 
service  level  agreement  and  performance  targets  for  that  entity 

• Within  the  area  of  responsibility,  ensuring  that  there  is  a link 
between  the  performance  indicators  and  targets  and  the 
integrated  development  plan  (IDP),  service  delivery  and  budget 
implementation  plan  (SDBIP)  and  the  individual  performance 
agreements  of  officials. 

• Within  the  area  of  responsibility,  ensuring  that  the 
remuneration  and  appraisal  system  is  performance  based  and 
that  all  performance  bonuses  are  only  awarded  after 
consideration  of  actual  performance  of  the  municipality  against 
the  performance  targets  for  a specific  period. 

• Regularly  benchmark  the  performance  of  the  area  of 
responsibility  against  the  performance  of  functions  of  similar 
and/or  comparable  municipalities  to  improve  and  guide  in  the 
planning  and  delivery  of  services. 

Knowledge  of  global  and  South  African 
specific  political,  social  and  economic 
contexts 

• Understanding  the  local  government  environment  (including 
legislative,  social,  political  and  economic)  and  the  ability  to 
analyze  the  financial  and  non-financial  impact  of  changes  in 
the  external  and  internal  environment  that  could  affect  the, 
municipality/  municipal  entity  and  recognizing  when  this  / 
necessitates  change  1 
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Competence  in  The  ability  to  guide, 
policy  support  and  contribute 

conceptualization  to  the  formulation  of 
, analysis  and  policy,  and  in  the  case 
implementation  of  a municipality  also 
By-laws 


Knowledge  of  more  than  one  functional 
municipal  field  / discipline 


Competence  as  Within  the  area  of 
required  by  other  responsibility,  the 


national  line 
sector 

departments 


ability  to  guide, 
establish  and  maintain 
appropriate 
stakeholder  relations. 


Exceptional  and 
dynamic 
creativity  to 
improve  the 
functioning  of  the 
municipality 


The  ability  to  guide  the 
management  of 
change  for  the 
municipality  within  the 
area  of  responsibility. 


Excellent  verbal  communication  and  writing  skiiis  and  an  abiiity 
to  research  and  analyze  complex  information 
Guiding  and  supporting  the  municipai  council  with  the  process 
of  adopting  policies  and  making  By-laws.  This  inciudes 
advising  council  on  the  financial  and  non-financial  impact  of 
proposed  poiicies  and  By-laws  OR  in  the  case  of  a municipal 
entity  guiding  and  supporting  the  board  of  directors  with  the 
process  of  adopting  policies  inciuding  advising  on  the  financial 
and  non-financial  impact  of  proposed  policies 
Overseeing  and  managing  the  administrative  aspects  of  the 
process  for  adopting  policies  and  in  the  case  of  a municipality 
also  making  By-laws. 

Conceptualizing,  formulating  and  drafting  policies  and  in  the 
case  of  a municipaiity  also  By-laws  in  alignment  with  the 
integrated  development  plan  (IDP),  the  Constitution,  nationai 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government,  having  regard  to 
cooperative  government.  This  process  should  include 
consideration  of  and  alignment  with  existing  policies  and  By- 
laws and  be  within  budget  constraints. 

Knowledge  and  understanding  of  the  municipality’s 
environment  (internal  and  external),  the  Constitution,  national 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government  as  well  as  the 

municipality’s  By-laws  and  policies. 

Within  the  area  of  responsibility,  knowledge  and  understanding 
of  stakeholders  and  recognizing  the  varying  relations  required 
with  stakeholders  and  the  impact  on  the  municipality  and  the 
municipality’s  impact  on  its  stakeholders. 

Within  the  area  of  responsibility,  establishing  and  maintaining 
effective  and  relevant  external  stakeholder  relations.  This  would 
include  relations  with  the  community,  local  businesses,  pubiic 
benefit  organizations  and  other  spheres  of  government 
including  neighbouring  municipalities  and  relations  for  purposes 
of  external  service  delivery  mechanisms,  outsourced  service 
agreements,  etc  and,  in  the  case  of  a municipality,  Public- 
Private  Partnerships  (PPPs) 

Within  the  area  of  responsibility,  ensuring  stakeholder 
consultation  (internal  and  external)  and  advising  the  accounting 
officer  on  stakeholder  consultation  as  envisaged  and  required 
by  the  Municipal  Systems  Act  and  the  MFMA.  This  includes 
managing  stakeholder  expectations. 


Managing  and  implementing  change  management  within  the  area  of 
responsibility 

The  ability  to  be  proactive  and  find  creative  and  innovative  solutions 
to  change 

Consultation  with  and  management  of  various  stakeholders  particular 
to  the  change 

Managing  and  resolving  any  resistance  to  change 

Contributing  and  supporting  the  accounting  officer  with  the  align4ient 

of  strategies  and  goals  with  the  need  for  change.  // 


PERFORMANCE  AGREEMENT 

LOCAL  GOVERNMENT:  MUNICIPAL  SYSTEMS  ACT, 

2000  (32  OF  2000),  AS  AMENDED 

LOCAL  GOVERNMENT:  MUNICIPAL  PERFORMANCE  REGULATION  FOR 
MUNICIPAL  MANAGERS  AND  MANAGERS  DIRECTLY  ACCOUNTABLE  TO 

MUNICIPAL  MANAGERS,  2006 

Entered  into  by  and  between 

The  CITY  OF  MATLOSANA  herein  represented  by 

E.T.  MOTSEMME 

in  his  capacity  as 

Municipal  Manager 

(hereinafter  referred  to  as  the  Employer) 

And 

A.G.  STRYDOM 

As  the 

Director:  Corporate  Services 

(hereinafter  referred  to  as  the  Employee) 

For  the  Period 
1 Juiy  2012  to  30  June  2013 
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PERFORMANCE  AGREEMENT 


ENTERED  INTO  BY  AND  BETWEEN: 

The  CITY  OF  MATLOSANA  herein  represented  by  ELIE  TSIETSI  MOTSEMME  (ID  NR.  6506135623080) 
in  his  capacity  as  the  MUNICIPAL  MANAGER  (hereinafter  referred  to  as  the  Employer)  and  ABRAHAM 
GERHARDUS  STRYDOM  (ID  NR.  5909305162080)  in  his  capacity  as  the  DIRECTOR  CORPORATE 
SERVICES  of  the  Municipality  (hereinafter  referred  to  as  the  Employee). 


WHEREBY  IT  IS  AGREED  AS  FOLLOWS: 


1.  INTRODUCTION 

1.1  The  Employer  has  entered  into  a contract  of  employment  with  the  Employee  in  terms  of 
section  57(1  )(a)  of  the  Local  Government:  Municipal  Systems  Act  32  of  2000  (“the  Systems 
Act”).  The  Employer  and  the  Employee  are  hereinafter  referred  to  as  “the  Parties". 

1.2  Section  57(1  )(b)  of  the  Systems  Act,  read  with  the  Contract  of  Employment  concluded 
between  the  parties,  requires  the  parties  to  conclude  an  annual  performance  agreement. 

1 .3  The  parties  wish  to  ensure  that  they  are  clear  about  the  goals  to  be  achieved,  and  secure  the 
commitment  of  the  Employee  to  a set  of  outcomes  that  will  secure  local  government  policy 
goals. 

1 .4  The  parties  wish  to  ensure  that  there  is  compliance  with  Sections  57(4A),  57(4B)  and  57(5)  of 
the  Systems  Act  and  Section  57(4C)  of  the  Systems  Amendment  Act. 


2.  PURPOSE  OF  THIS  AGREEMENT 

The  purpose  of  this  Agreement  is  to  - 

2.1  comply  with  the  provisions  of  Section  57(1)(b),(4A),(4B)  and  (5)  of  the  Systems  Act , Section 
57(4C)  of  the  Systems  Amendment  Act,  as  well  as  the  employment  contract  entered  into 
between  the  parties; 

2.2  specify  objectives  and  targets  defined  and  agreed  with  the  employee  and  to  communicate  to 
the  employee  the  employer’s  expectations  of  the  employee’s  performance  and 
accountabilities  in  alignment  with  the  Integrated  Development  Plan  (IDP),  Service  Delivery 
and  Budget  Implementation  Plan  (SDBIP)  and  the  Budget  of  the  municipality; 

2.3  specify  accountabilities  as  set  out  in  a performance  plan,  which  forms  an  Annexure  to  the 
Performance  Agreement; 

2.4  monitor  and  measure  performance  against  set  targeted  outputs; 

2.5  use  the  Performance  Agreement  as  the  basis  for  assessing  whether  the  employee  has  met 
the  performance  expectations  applicable  to  his  or  her  job; 

2.6  in  the  event  of  outstanding  performance,  to  appropriately  reward  the  employee;  and 

2.7  give  effect  to  the  employer’s  commitment  to  a performance-orientated  relationship  with  its 

employee  in  attaining  equitable  and  improved  service  delivery.  [i 


3  COMMENCEMENT  AND  DURATION 


3.1  This  Agreement  will  commence  on  the  1 JULY  2012  and  will  remain  in  force  until  30  JUNE 
2013  thereafter  a new  Performance  Agreement,  Performance  Plan  and  Personal 
Development  Plan  shall  be  concluded  between  the  parties  for  the  next  financial  year  or  any 
portion  thereof, 

3.2  This  Agreement  will  terminate  on  the  termination  of  the  Employee's  contract  of  employment. 

3.3  The  content  of  this  Agreement  may  be  revised  at  any  time  during  the  above-mentioned 
period  to  determine  the  applicability  of  the  matters  agreed  upon, 

3.4  If  at  any  time  during  the  validity  of  this  Agreement  the  work  environment  alters  (whether  as  a 
result  of  government  or  council  decisions  or  otherwise)  to  the  extent  that  the  contents  of  this 
Agreement  are  no  longer  appropriate,  the  contents  shall  immediately  be  revised. 


4 PERFORMANCE  OBJECTIVES 

4.1  The  Performance  Plan  (Annexure  A)  sets  out- 

4.1.1  the  performance  objectives  and  targets  that  must  be  met  by  the  Employee;  and 

4.1 .2  the  time  frames  within  which  those  performance  objectives  and  targets  must  be  met. 

4.2  The  performance  objectives  and  targets  reflected  in  the  Performance  Plan  (Annexure  A)  are 
set  by  the  Employer  in  consultation  with  the  Employee  and  based  on  the  Integrated 
Development  Plan  (IDP),  Service  Delivery  and  Budget  Implementation  Plan  (SDBIP)  and  the 
Budget  of  the  Employer,  and  shall  include  key  objectives;  key  performance  indicators;  target 
dates  and  weightings. 

4.2.1  The  key  objectives  describe  the  main  tasks  that  need  to  be  done. 

4.2.2  The  key  performance  indicators  provide  the  details  of  the  evidence  that  must  be 
provided  to  show  that  a key  objective  has  been  achieved. 

4.2.3  The  target  dates  describe  the  timeframe  in  which  the  work  must  be  achieved. 

4.2.4  The  weightings  show  the  relative  importance  of  the  key  objectives  to  each  other. 

4.3  The  Employee’s  performance  will,  in  addition,  be  measured  in  terms  of  contributions  to  the 
goals  and  strategies  set  out  in  the  Employer’s  Integrated  Development  Plan. 

5 PERFORMANCE  MANAGEMENT  SYSTEM 

5.1  The  Employee  agrees  to  participate  in  the  performance  management  system  that  the 
Employer  adopts  or  introduces  for  the  Employer,  management  and  municipal  staff  of  the 

Employer. 

5.2  The  Employee  accepts  that  the  purpose  of  the  performance  management  system  will  be  to 
provide  a comprehensive  system  with  specific  performance  standards  to  assist  the 
Employer,  management  and  municipal  staff  to  perform  to  the  standards  required. 

5.3  The  Employer  will  consult  the  Employee  about  the  specific  performance  standards  that  will 
be  included  in  the  performance  management  system  as  applicable  to  the  Employee. 
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5.4  The  Employee  undertakes  to  actively  focus  towards  the  promotion  and  implementation  of  the 
KPAs  (including  special  projects  relevant  to  the  employee’s  responsibilities)  within  the  local 
government  framework, 

5.5  The  criteria  upon  which  the  performance  of  the  Employee  shall  be  assessed  shall  consist  of 
two  components,  both  of  which  shall  be  contained  in  the  Performance  Agreement. 

5.5.1  The  Employee  must  be  assessed  against  both  components,  with  a weighting  of 
80:20  allocated  to  the  Key  Performance  Areas  (KPAs)  and  the  Core  Competency 
Requirements  (CCRs)  respectively, 

5.5.2  Each  area  of  assessment  will  be  weighted  and  will  contribute  a specific  part  to  the 
total  score. 

5.5.3  KPAs  covering  the  main  areas  of  work  will  account  for  80%  and  CCRs  will  account 
for  20%  of  the  final  assessment, 

5.6  The  Employee’s  assessment  will  be  based  on  his  / her  performance  in  terms  of  the  outputs 
/ outcomes  (performance  indicators)  identified  as  per  attached  Performance  Plan  (Annexure  A), 
which  are  linked  to  the  KPA's,  and  will  constitute  80%  of  the  overall  assessment  result  as  per  the 
weightings  agreed  to  between  the  Employer  and  Employee: 


Key  Performance  Areas  (KPA’s) 

Weighting 

Service  Delivery  & Infrastructure  Development 

0.00% 

Municipal  Institutional  Development  and  Transformation 

27.27% 

Local  Economic  Development  (LED) 

9.09% 

Municipal  Financial  Viability  and  Management 

12.12% 

Good  Governance  and  Public  Participation 

51.52% 

Total 

100.00% 

5.7  In  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  key  performance 
areas  related  to  the  functional  area  of  the  relevant  manager  must  be  subject  to  negotiation 
between  the  municipal  manager  and  the  relevant  manager. 

5.8  The  CCRs  will  make  up  the  other  20%  of  the  Employee's  assessment  score.  CCRs  that  are 
deemed  to  be  most  critical  for  the  Employee’s  specific  job  should  be  selected  (V)  from  the  list 
below  as  agreed  to  between  the  Employer  and  Employee. 


CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 

CORE  MANAGERIAL  COMPETENCIES  (CMC) 

V 

WEIGHT 

Strategic  Capability  and  Leadership 

V 

5% 

Programme  and  Project  Management 

V 

5% 

Financial  Management 

V 

15% 

Change  Management 

Knowledge  Management 

V 

5% 

Service  Delivery  Innovation 

V 

5% 

Problem  Solving  and  Analysis 

V 

5% 

People  Management  and  Empowerment 

V 

5% 

Client  Orientation  and  Customer  Focus 

V 

10% 

CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 

CORE  MANAGERIAL  COMPETENCIES  (CMC) 

V 

WEIGHT 

Communication 

V 

5% 

Honesty  and  Integrity 

V 

5% 

CORE  OCCUPATIONAL  COMPETENCIES  (COC) 

Competence  in  Self  Management 

V 

5% 

Interpretation  of  and  implementation  within  the 
legislative  an  national  policy  frameworks 

V 

5% 

Knowledge  of  Performance  Management  and 

Reporting 

V 

5% 

Knowledge  of  global  and  South  African  specific 
political,  social  and  economic  contexts 

Competence  in  policy  conceptualisation,  analysis  and 
implementation 

V 

5% 

Knowledge  of  more  than  one  functional  municipal  field 
/ discipline 

V 

5% 

Skills  in  Mediation 

Skills  in  Governance 

V 

5% 

Competence  as  required  by  other  national  line  sector 
departments 

Exceptional  and  dynamic  creativity  to  improve  the 
functioning  of  the  municipality 

V 

5% 

TOTAL  PERCENTAGE 

100% 

6.  EVALUATING  PERFORMANCE 


6.1  The  Performance  Plan  (Annexure  A)  to  this  Agreement  sets  out  - 

6.1.1  the  standards  and  procedures  for  evaluating  the  Employee's  performance;  and 

6.1.2  the  intervals  for  the  evaluation  of  the  Employee’s  performance. 

6.2  Despite  the  establishment  of  agreed  intervals  for  evaluation,  the  Employer  may  in  addition 
review  the  Employee’s  performance  at  any  stage  while  the  contract  of  employment  remains  in 
force. 

6.3  Personal  growth  and  development  needs  identified  during  any  performance  review  discussion 
must  be  documented  in  a Personal  Development  Plan  as  well  as  the  actions  agreed  to  and 
implementation  must  take  place  within  set  time  frames. 

6.4  The  Employee’s  performance  will  be  measured  in  terms  of  contributions  to  the  goals 
and  strategies  set  out  in  the  Employer’s  SDBIP. 

6.5  The  annual  performance  appraisal  will  involve; 

6.5.1  Assessment  of  the  achievement  of  results  as  outlined  in  the  Performance  Pian: 


(a)  Each  KPA  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  or  performance  indicators  have  been  met  and  with  due  regard  to  ad 
hoc  tasks  that  had  to  be  performed  under  the  KPA. 


(b) 


An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  KPA. 
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(c)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.3  below) 
must  then  be  used  to  add  the  scores  and  calculate  a final  KPA  score. 

6.5.2  Assessment  of  the  OCRs 

(a)  Each  CCR  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  have  been  met. 

(b)  An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  CCR. 

(c)  This  rating  should  be  multiplied  by  the  weighting  given  to  each  CCR  during  the 
contracting  process,  to  provide  a score. 

(d)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.1)  must  then 
be  used  to  add  the  scores  and  calculate  a final  CCR  score. 

6.5.3  Overall  rating 

An  overall  rating  is  calculated  by  using  the  applicable  assessment-rating  calculator.  Such 

overall  rating  represents  the  outcome  of  the  performance  appraisal. 


6.6  The  assessment  of  the  performance  of  the  Employee  will  be  based  on  the  following 
rating  scale  for  KPA’s  and  CCRs: 


Level 

Terminology 

Description 

Rating 

1 I 2 I 3 4 5 

5 

Outstanding 

performance 

Performance  far  exceeds  the  standard 
expected  of  an  employee  at  this  level.  The 
appraisal  indicates  that  the  Employee  has 
achieved  above  fully  effective  results  against 
all  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan 
and  maintained  this  in  all  areas  of 
responsibility  throughout  the  year. 

4 

Performance 

significantly 

above 

expectations 

Performance  is  significantly  higher  than  the 
standard  expected  in  the  job.  The  appraisal 
indicates  that  the  Employee  has  achieved 
above  fully  effective  results  against  more  than 
half  of  the  performance  criteria  and  indicators 
and  fully  achieved  all  others  throughout  the 
year. 

3 

Fully  effective 

Performance  fully  meets  the  standards 
expected  in  all  areas  of  the  job.  The  appraisal 
indicates  that  the  Employee  has  fully 
achieved  effective  results  against  all 
significant  performance  criteria  and  indicators 
as  specified  in  the  PA  and  Performance  Plan. 

Level 

Terminology 

Description 

Rating 

1 2 3 4 5 

2 

Not  fully  effective 

Performance  is  below  the  standard  required 
for  the  job  in  key  areas.  Performance  meets 
some  of  the  standards  expected  for  the  job. 
The  review/assessment  indicates  that  the 
employee  has  achieved  below  fully  effective 
results  against  more  than  half  the  key 
performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 

1 

Unacceptable 

performance 

Performance  does  not  meet  the  standard 
expected  for  the  job.  The  review/assessment 
indicates  that  the  employee  has  achieved 
below  fully  effective  results  against  almost  all 
of  the  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 
The  employee  has  failed  to  demonstrate  the 
commitment  or  ability  to  bring  performance  up 
to  the  level  expected  in  the  job  despite 
management  efforts  to  encourage 

improvement. 

6.7  For  purposes  of  evaluating  the  annual  performance  of  the  Municipal  Manager,  an  evaluation 
panel  constituted  of  the  following  persons  must  be  established:- 

6.7.1  Executive  Mayor; 

6.7.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.7.3  Member  of  the  Mayoral  Committee; 

6.7.4  Mayor  and/or  Municipal  Manager  from  another  municipality;  and 

6.7.5  Member  of  a ward  committee  as  nominated  by  the  Executive  Mayor. 

6.8  For  purposes  of  evaluating  the  annual  Performance  of  Managers  directly  accountable  to  the 

Municipal  Manager,  an  evaluation  panel  constituted  of  the  following  persons  must  be 
established;- 

6.8.1  Municipal  Manager; 

6.8.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.8.3  Municipal  Manager  from  another  municipality. 

6.9  The  Manager  responsible  for  Human  Resources  of  the  municipality  must  provide  secretariat 

services  to  the  evaluation  panels  referred  to  in  paragraphs  6.7  and  6.8. 


7.  SCHEDULE  FOR  PERFORMANCE  REVIEWS 


7.1  The  performance  of  each  Employee  in  relation  to  his  / her  performance  agreement  shall  be 
reviewed  on  the  following  dates  with  the  understanding  that  reviews  in  the  first  and  third  quarter 
may  be  verbal  if  performance  is  satisfactory: 


First  quarter 
Second  quarter 
Third  quarter 
Fourth  quarter 


July  - September  2012 
October  - December  2012 
January  - March  2013 
April  - June  2013 
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7.2  The  Employer  shall  keep  a record  of  the  mid-year  review  and  annual  assessment  meetings. 

7.3  Performance  feedback  shall  be  based  on  the  Employer’s  assessment  of  the  Employee’s 
performance. 

7.4  The  Employer  will  be  entitled  to  review  and  make  reasonable  changes  to  the  provisions  of 
(Annexure  A)  from  time  to  time  for  operational  reasons.  The  Employee  will  be  fully  consulted 
before  any  such  change  is  made. 

7.5  The  Employer  may  amend  the  provisions  of  (Annexure  A)  whenever  the  performance 
management  system  is  adopted,  implemented  and  / or  amended  as  the  case  may  be.  In  that 
case  the  Employee  will  be  fully  consulted  before  any  such  change  is  made. 


8.  DEVELOPMENTAL  REQUIREMENTS 

The  Personal  Development  Plan  (PDP)  for  addressing  developmental  gaps  is  attached  as  (Annexure 
B). 


9.  OBLIGATIONS  OF  THE  EMPLOYER 

9.1  The  Employer  shall - 

9.1 .1  create  an  enabling  environment  to  facilitate  effective  performance  by  the  employee; 

9. 1 .2  provide  access  to  skills  development  and  capacity  building  opportunities; 

9.1.3  work  collaboratively  with  the  Employee  to  solve  problems  and  generate  solutions  to 
common  problems  that  may  impact  on  the  performance  of  the  Employee; 

9.1.4  on  the  request  of  the  Employee  delegate  such  powers  reasonably  required  by  the 
Employee  to  enable  him  / her  to  meet  the  performance  objectives  and  targets 
established  in  terms  of  this  Agreement;  and 

9.1.5  make  available  to  the  Employee  such  resources  as  the  Employee  may  reasonably 
require  from  time  to  time  to  assist  him  / her  to  meet  the  performance  objectives  and 
targets  established  in  terms  of  this  Agreement. 


10.  CONSULTATION 

10.1  The  Employer  agrees  to  consult  the  Employee  timeously  where  the  exercising  of  the  powers 
will  have  amongst  others  - 

10.1.1  a direct  effect  on  the  performance  of  any  of  the  Employee’s  functions; 

10.1.2  commit  the  Employee  to  implement  or  to  give  effect  to  a decision  made  by  the 

Employer;  and 

10.1.3  a substantial  financial  effect  on  the  Employer. 

10.2  The  Employer  agrees  to  inform  the  Employee  of  the  outcome  of  any  decisions  taken 
pursuant  to  the  exercise  of  powers  contemplated  in  10.1  as  soon  as  is  practicable  to  enable 
the  Employee  to  take  any  necessary  action  without  delay. 
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11.  MANAGEMENT  OF  EVALUATION  OUTCOMES 


11.1  The  evaluation  of  the  Employee’s  performance  will  form  the  basis  for  rewarding  outstanding 
performance  or  correcting  unacceptable  performance. 

11.2  A performance  bonus  of  between  5%  to  14%  of  the  all-inclusive  annual  remuneration 
package  may  be  paid  to  the  Employee  in  recognition  of  outstanding  performance  to  be 
constituted  as  follows: 

11.2.1 


Performance  Score 

Performance  Bonus  Percentage 

From 

To 

130% 

133% 

5% 

134% 

137% 

6% 

138% 

141% 

7% 

142% 

145% 

8% 

146% 

149% 

9% 

150% 

153% 

10% 

154% 

157% 

11% 

158% 

161% 

12% 

162% 

165% 

13% 

166% 

169% 

14% 

1 1 .3  In  the  case  of  unacceptable  performance,  the  Employer  shall  - 

11.3.1  provide  systematic  remedial  or  developmental  support  to  assist  the  Employee  to 
improve  his  or  her  performance;  and 

11.3.2  after  appropriate  performance  counselling  and  having  provided  the  necessary 
guidance  and/  or  support  as  well  as  reasonable  time  for  improvement  in 
performance,  the  Employer  may  consider  steps  to  terminate  the  contract  of 
employment  of  the  Employee  on  grounds  of  unfitness  or  incapacity  to  carry  out  his  or 
her  duties. 


12.  DISPUTE  RESOLUTION 


12.1  Any  disputes  about  the  nature  of  the  Employee’s  performance  agreement,  whether  it  relates 
to  key  responsibilities,  priorities,  methods  of  assessment  and/  or  any  other  matter  provided 
for,  shall  be  mediated  by  - 


12.1.1  the  MEC  for  local  government  in  the  province  within  thirty  (30)  days  of  receipt  of  a 
formal  dispute  from  the  Employee;  or 

12.1.2  any  other  person  appointed  by  the  MEC. 

12.1.3  In  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  a member  of 
the  municipal  council,  provided  that  such  member  was  not  part  of  the  evaluation 
panel  provided  for  in  sub-regulation  27(4)(e)  of  the  Municipal  Performance 
Regulations,  2006,  within  thirty  (30)  days  of  receipt  of  a formal  dispute  from  the 
employee; 


12.2 


whose  decision  shall  be  final  and  binding  on  both  parties. 

In  the  event  that  the  mediation  process  contemplated  above  fails,  clause  21.3  of  the  Contract^', 
of  Employment  shall  apply. 


13.  GENERAL 


13.1  The  contents  of  this  agreement  and  the  outcome  of  any  review  conducted  in  terms  of 
Annexure  A may  be  made  available  to  the  public  by  the  Employer. 

13.2  Nothing  in  this  agreement  diminishes  the  obligations,  duties  or  accountabilities  of  the 
Employee  in  terms  of  his/  her  contract  of  employment,  or  the  effects  of  existing  or  new 
regulations,  circulars,  policies,  directives  or  other  instruments. 

13.3  The  performance  assessment  results  of  the  Directors  must  be  submitted  to  the  municipal 
council  within  fourteen  (14)  days  after  the  conclusion  of  the  assessment. 


14.  PERFORMANCE  APPRAISALS 

14.1  The  Employee  will  be  responsible  for  developing  annual  performance  work  plans  and 
conducting  performance  appraisals  with  all  staff  in  the  Directorate  as  stipulated  in  Section  5 
of  the  201 1 Performance  Management  System  Framework  and  Policy  document. 


Thus  done  and  signed  at  KLERKSDORP  on  this  the...^..  day  of  JUNE  2012. 
AS  WITNI^SES: 


Thus  done  and  signed  at  KLERKSDORP  on  this  the.  day  of  JUNE  2012. 


AS  WITNESSES: 

1.  rnGifv..AC|^ 

2.  
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FINAL  2012/13  SERVICE  DELIVERY  BUDGET  IMPLEMENTATION  PLAN 


DIRECTOR  CORPORATE  SERVICES 


TOTAL  WEIGHTING  PER  KEY  PERFORMANCE  AREA  (KPA)  = 100% 

Municipal  Institutional  Development  and  Transformation  27.27% 

Good  Governance  and  Public  Participation  51.52% 

Local  Economic  Development  9.09% 

Municipal  Financial  Viability  & Management  12.12% 


OPERATIONAL  | 

iiiil 

1 llllflilll 

Key 

Performance 
Area  (KPA) 

r liilOllllHIliiili 

J lllllilji} 

1 Bi|i|i||}| 

{ llllllnll 

j jlllll) 

|iA|||iy|m|n|i 

Expenditure 

Reason  for 
Deviation 

III 

Remedial  Action 

Compli- 

ance 

‘Z. 

ADM1 

Good 

Governance 
and  Public 
Participation 

3.03% 

To  hold  section  79  & 8C 
committees  meetings 
held  to  ensure  better 
council  performance 

Number  of  sec. 79 
committees  meetings 
(Portfolio  Meetings) 
conducted 

Conducting  110(10  sec.79 
) committees  meetings  (Por 
folio  Meetings)  by  June 
2013 

104  Meetings 

1 

30 

Attendance 

2 

20 

register,  notices, 
agendas. 

3 

30 

Council  resolution 

4 

30 

Compli- 

ance 

z 

ADIV12 

Good  Governance  and 
Public  Participation 

3.03% 

To  conduct  Mayoral 
Committee  meetings  to 
comply  with  legislation 

Number  of  Mayoral 
Committee  meetings 
conducted 

Conducting  1 1 Mayoral 
Committee  and  1 1 Special 
Mayoral  Committee 
meetings  by  June  2013 

8 MayCo  and 

19  Special  MayCo 

1 

3 MayCo  & 3 
Special  MayCo 

Notices  & 
Attendance 

2 

2 MayCo  & 2 
Special  MayCo 

Register 

3 

3 MayCo  & 3 
Special  MayCo 

4 

3 MayCo  & 3 
Special  MayCo 

Compli- 

ance 

z 

ADM3 

Good  Governance  and 
Public  Participation 

3.03% 

To  ensure  effective 
Council  administration 
and  compliance  with 
legislation 

Number  of  ordinary 
council  meetings 
conducted 

Conducting  1 1 Council 
meetings  by  June  2013 

10  Council  & 6 Special 
Council  meetings 

1 

3 Council 
meetings 

Notices  & 

Attendance 

Register 

2 

2 Council 
meetings 

3 

3 Council 
meetings 

4 

3 Council 
meetings 

Operation 

al 

z 

LEG1 

Good 

Governance  and 
Public 

Participation 

3.03% 

To  establish  an 
Engagement  of 
Attorneys  policy  to 
regulate  the  allocation 
of  cases  and  opinion  to 
attorneys 

Engagement  of 
Attorneys  policy 
established 

Establishing  an 

Engagement  of  Attorneys 
policy  for  Council  by 
December  2012 

Roll  Over 

1 

Task  Team  & 
workshops 

Attendance 
register,  notices, 
agendas. 

Council  resolution 

2 

Policy  approved 

3 

4 

- 

Operation 

al 

z 

LEG2 

Good  Governance  and  Public 
Participation 

3.03% 

To  establish  a contract 
management 
procedure  for  Council 
to  enhance  monitoring 

Contract 

management  system 
implemented 

Implementing  a contract 
management  system  to 
centralize  all  Council 
agreements  for 
management  and 
monitoring  by  December 
2012 

Roll  Over 

1 

Workshop  & 
Consultations  with 
top  management 

Attendance 
register,  notices, 
agendas. 

Procedure 

manual 

2 

Implemented 

contract 

management 

system 

3 

- 

4 

- 

z: 

LAN1 

Good  Governance 
and  Public 
Participation 

3.03% 

To  revise  the  land 
alienation  policy  to 
comply  with  legislation 

Land  Alienation 
policy  reviewed 

Revising  the  Land 

Alienation  policy  to  expedite 
the  disposal  and  transfer  of 
Council  land  by  March  2013 

o 

1 

Consultation  & 
Drafting 

Progress  reports. 
Attendance 
register,  notices, 
agendas. 

Council  resolution 

a 

TJ 

<U 

> 

2 

Task  Team  & 
workshops 

I 

B 

CL 

CL 

3 

Approved  policy 

I 

< 

4 

1 

z 

LAN2 

Good 

Governance  and 
Public 

Participation 

3.03% 

I 

( 

To  draft  a Lease  of 
Council  Land  Policy  to 
comply  with  legislation 

Lease  of  Council 

Land  Policy  drafted  I 

I 

Drafting  a Lease  of  Council 
Land  Policy  to  regulate 
market  related  rental  value 
by  March  2013 

P 

Consultation  & 
Drafting 

I 

i 

Progress  reports. 
Attendance 
'egister,  notices, 
agendas. 

o' 

u. 

Q. 

Task  Team  & 
workshops 

t 

< 

0) 

z 

3 

Approved  policy 

( 

4 
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$ 

LANS 

Good  Governance  and 
Public  Participation 

3.03% 

To  identify  and  recover 
non-paid  and  non- 
developed  Council  sold 
stands  to  address  the 
shortage  of  land  for 
Council 

Non-paid  and  non- 
developed  Council 
sold  stands  older 
than  10  years 
identified  and 
recovered 

Identifying  and  recovering 
non-paid  and  non- 
developed  Council  sold 
stands  older  than  10  years 
by  June  2013 

New  project 

1 

Identifying 

Council  sold 
stands 

Report  to  Council 
Progress  report 
Notes  on 

2 

Verification 
process  of 
identified  stands 

agreements 

Venus  accounts 
Deeds  search 

3 

Letters  of  Intent  tc 
purchasers 

Council  resolution 

4 

Recover  resolved 
stands 

Compli- 

ance 

z: 

OHS1 

Good 

Governance  and 
Public 
Participation 

3.03% 

To  conduct  OHS 
inspections  to  ensure 
legal  compliance 

Number  of  OHS 
inspections  in 
Council  departments 
conducted 

Conducting  120  OHS 
inspections  in  Council 
departments  by  June  2013 

122  Inspections 
conducted 

1 

30 

Register 

2 

30 

3 

30 

4 

30 

Compli- 

ance 

z 

OHS2 

Good 

Governance 
and  Public 
Participation 

3.03% 

To  conduct  OHS  audits 
to  ensure  that  all 
deviations  be  corrected 
according  to  the  Act 

Number  OHS  audits 
conducted 

Conducting  2 OHS  Audits 
by  June  2013 

2 Audits 

1 

0 

Register 

2 

1 

3 

0 

4 

1 

NKP- 

Indicator 

200000  105 
5706 

SKIL1 

Municipal 
Financial 
Viability  & 
Management 

3.03% 

To  spent  a percentage 
of  municipality's  budget 
on  implementing  its 
workplace  skill  plan 
(National  Indicator) 

Rand  value  of 
Training  Expenditure 
for  2012/13 

R1, 195, 333  spend  on 
Training  Expenditure  for 
2012/13  by  June  2013 

National  Key 
Performance 
Indicator 

1 

R 298,833 

Vote  Number 

2 

R 597,667 

3 

R 896,499 

4 

R 1,195,333 

NKP- 

Indicator 

200000  105 
3304 

SK1L2 

Municipal 
Financial 
Viability  & 
Management 

3.03% 

Training  Levy  for 
2012/13 

R2, 757, 558  spend  on 
Training  Levy  for  201 2/1 3 
by  June  2013 

National  Key 
Performance 
Indicator 

1 

R 689,390 

Vote  Number 

2 

R 1 ,378,779 

3 

R 2,068,169 

4 

R 2,757,558 

NKP- 

Indicator 

200000  105 
5426 

SKIL3 

Municipal 
Financial 
Viability  & 
Management 

3.03% 

SETA  Expenditure 
for  2012/13 

R5, 000, 000  spend  on  SETA 
Expenditure  for  2012/13  by 
June  2013 

National  Key 
Performance 
Indicator 

1 

R 1,250,000 

Vote  Number 

2 

R 2,500,000 

3 

R 3,750,000 

4 

R 5.000,000 

NKP- 

Indlcator 

200000  230 
5424 

SKIL4 

Municipal 
Financial 
Viability  & 
Management 

3.03% 

SETA  Income/Rec 
for  2012/13 

R5, 000, 000  collected  for 
SETA  Income/Rec  for 
2012/13  by  June  2013 

National  Key 
Performance 
Indicator 

1 

R 1,250,000 

Vote  Number 

2 

R 2,500,000 

3 

R 3,750,000 

4 

R 5,000,000 

Opera- 

tonal 

z 

SKIL5 

Municipal 
Institutional 
Development  and 
Transformation 

3.03% 

To  approve  the 
Workplace  Skills  Plan 
to  comply  with 
legislation 

Annual  WSP/ATR 
submitted  to 

LGSETA 

Submitting  2012/13  WSP/ 
ATR  to  LGSETA  by  June 
2013 

T3 

& 

E 

.o 

1 

- 

WSP  Plan 

2 

- 

3 

(/) 

CL 

3 

- 

i 

4 

2012/13  WSP 
submitted 

Compli- 

ance 

z: 

SKIL6 

Municipal 

Institutional 

Development 

and 

Transformation 

3.03% 

Annual  Employment 
Equity  Report 
submitted  to  the 
Department  of 

Labour 

Submitting  the  2011/12 
Employment  Equity  Report 
to  Department  of  Labour  by 
September  2012 

*o 

1 

2011/12  EEP 
submitted 

Proof  of 
submittance. 

EEP  Report 

b 

13 

2 

w 

Dl 

3 

LU 

4 

Compli- 

ance 

z 

3KIL7 

Municipal 

Institutional 

Development 

and 

Transformation 

3.03% 

1 

( 

( 

1 

Number  of  i 

smployees  trained  < 
Dn  Employment  1 

Equity 

Conducting  training  for  45 
employees  on  Employment 
Equity  by  June  2013 

(fi 

0) 

1 ' 

0 

1 

Notices  & 

Attendance 

Register 

^ TJ 

O 0) 

Q-^r: 

2 ‘ 

0 

E E 
uu 

3 * 

D 

o 

4 

15 

Compli- 

ance 

c 

z 

5KIL8 

Municipal 

Institutional 

Development 

and 

Transformation 

i.03% 

'\ 

r 

Slumber  of  EECF  < 

Tieetings  conducted  r 

_ 

Conducting  1 1 EECF 
Tieetings  by  June  2013 

w 

U) 

1 ' 

3 

1 

Notices  & 

^ttenda^ice 
^egist^/  7 

f 

c 

Q 

2 ‘ 

i 

\ 

Q) 

S 

3 ^ 

3 

4 ' 

3 

C*-- 

^..1  ^ L 

^ AjjP  — 


New  project  New  project  j 1 5 Imbizo’s  New  project  9 Meetings  New  project  New  project  Roll  Over 
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Programme 

implemented 


Programme 
implemented. 
Proof  of  payment 


Notices 

Attendance 

register 

Workshop 

material 

Notices 

Attendance 

register 

Workshop 

material 

Notices  & 

Attendance 

Register 


Notices  & 
Attendance 
Register 
Course  material 


Notices  & 
Attendance 
Register 
Reports  of 
Imbizo’s 


[Attendance 

registers. 
Memorandum  of 

Understanding. 
Vote  number. 

Report  to  Council. 
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FINAL  2012/13  SERVICE  DELIVERY  BUDGET  IMPLEMENTATION  PLAN 


Compli- 

ance 

2030401054538 

SPE1 

Good 

Governance 
and  Public 
Participation 

3.03% 

To  enhance  public 
participation  as  per 
legislation 

Number  of 
Operational 
Phakamas 
conducted 

Conducting  4 Operational 
Phakamas  in  identified 
wards  at  a cost  of  R300,000 
by  June  2013 

1 Phakama 

1 

1 

Notices  & 

2 

1 

Register 

3 

1 

4 

1 

Opera- 

tonal 

2030401050632 

SPE2 

Good  Governance  and 
Public  Participation 

3.03% 

To  develop  a 
Community 
Development  Plan  to 
identify  community 
needs,  challenges  and 
to  comply  with 
legislation 

Community  Based 
Plan  (CBP) 
implemented 

Implementing  the 
Community  Based  Plan 
(CBP)  in  35  wards  and 
submitting  report  to  Council 
at  a cost  of  R1 ,000,000  by 
June  2013 

Phase  1-3  completed 

1 

Allocation  of  field 
workers  to  the35 
wards  and  submit 
report  to  Council 

Register. 

Progress  report. 
Notices,  agendas 
& attendance 
registers. 

Council 

resolution. 

2 

Report  to  Council 

3 

Report  to  Council 

4 

Report  to  Council 

Opera- 

tonal 

2030401054539 

SPE3 

Good  Governance 
and  Public 
Participation 

3.03% 

To  motivate  ward 
committees  for  quality 
performance 

Ward  Committee 
Performance  Awards 
facilitated 

Conducting  Annual 
Performance  Awards  for 
Ward  Committee  by 
evaluating  all  wards  at  a 
cost  of  R221 ,547  by  June 
2013 

Existing 
performance 
awards  system 

1 

- 

Monthly  ward 
committee  reports 
Service  account 
income  of  ward 
Awards  results 

2 

■ 

3 

> 

4 

Awards  awarded 

Opera- 

tional 

2030401055730 

SPE4 

Good  Governance  and 
Public  Participation 

3.03% 

To  promote  socio- 
economic well  being  of 
councillors  and  ward 
committees 

Councillor  and  ward 
committees  support 
programmes 
implemented 

Implementing  the  councillor 
and  ward  committees 
support  programmes  at  a 
cost  of  R500,000  by  June 
2013 

Roll  Over 

1 

Conduct  a skills 
audit  and  draft 
support 
programme 

Skills  audit 

Notices  & 

Attendance 

Register 

SCM  process 
Appointment  of 
service  providers 
Trainees 

2 

SCM  process 

3 

Implement 

support 

programme 

4 

- 

Opera- 

tonal 

[ 

203045  105  1222 

WHI1 

Good  Governance 
and  Public 
Participation 

3.03% 

To  conducted  moral  re- 
generations workshops 
as  per  National 
legislation 

Number  of  moral  re- 
generation 
workshops  in  KOSH 
conducted 

Conducting  4 moral  re- 
generation workshops  in 
KOSH  at  a cost  of 

R250,000  by  June  2013 

1 

1 Event 

Notices  & 
Attendance 

Register 

Report  to  Council 
resolution 

c 

2 

1 Event 

tli 

3 

1 Event 
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ANNEXURE “B” 


Personal  Development  Plan  (PDP) 


DIRECTOR  iCORPORATE 
SERVICES 

AG  STRYDOM 


CITY  OF  MATLOSANA 

Period  1 July  2012  to  30  June  2013 


Explanatory  Notes  to  the  Personal  Development  Plan 
1.  Introduction 

1.1  A Municipality  should  be  committed  to  - 

(a)  the  continuous  training  and  development  of  its  employees  to  achieve  its  vision, 
mission  and  strategic  objectives  and  empower  employees;  and 

(b)  managing  training  and  development  within  the  ambit  of  relevant  national  policies 
and  legislation. 

1.2  A Municipality  should  follow  an  integrated  approach  to  Human  Resource  Development, 
that  is; 


(a)  Human  resource  development  should  form  an  integral  part  of  human 
resource  planning  and  management, 

(b)  In  order  for  a municipality’s  training  and  development  strategy  and  plans  to  be 
successful  it  should  be  based  on  sound  Human  Resource  (HR)  practices,  such 
as  the  (strategic)  HR  Plan,  job  descriptions,  the  result  of  regular  performance 
appraisals,  career  pathing,  scarce  skills  an  talent  management  and  succession 
planning. 

(c)  To  ensure  the  necessary  linkage  with  performance  management,  the 
municipality’s  Performance  Management  and  Development  System  should 
provide  for  the  Personal  Development  Plans  of  employees  to  be  included  in  their 
annual  Performance  Agreements.  Such  approach  will  ensure  the  alignment  of 
individual  performance  objectives  to  the  municipality’s  strategic  objectives,  and 
that  training  and  development  needs  are  also  identified  during  the  performance 
management  and  appraisal  process. 

(d)  Career-pathing  and  succession  planning  ensures  that  employees  are  placed  and 
developed  in  jobs  according  to  aptitude  and  identified  potential  and  through 
training  and  development  acquire  the  necessary  competencies  to  prepare  them 
for  future  positions.  Scarce  skills  and  talent  management  also  requires 
appropriate  training,  education  and  development  interventions. 

2.  Competence  Modeling 

2.1  What  does  an  institution  mean  when  it  says  an  employee  / prospective  employee 
is  competent  if  he  / she  fit  a managerial  competency  framework  or  occupational 
competency  profile?  The  institution  is  in  fact  expressing  competence  as  a 
future-oriented  ideal  that  they  require  to  achieve  their  strategic  objectives.  The 
institution  is  in  effect  giving  a depiction  of  the  desired  or  required  knowledge, 
skills  and  attributes  for  an  individual  in  a specific  position].  For  competence  to  be 
useful,  the  associated  competence  should  be  greater  than  the  observed 
performance  as  it  will  allow  the  individual  growth  towards  this  ‘ideal’. 

2.2  There  is  however  a risk  in  expressing  a required  competence  that  a current  or 
prospective  employee  should  adhere  to  in  the  future,  as  the  future  is,  by 
definition,  uncertain.  Managers  cannot  know  how  an  employee  will  perform  in  the 
future  nor  can  they  know  how  employees  that  they  did  not  select,  did  not 
promote,  did  not  award  a qualification  to,  might  perform. 


with  different  interest’s  accountabilities,  different  things  they  are  trying  to  achieve 
and  various  ways  in  which  others  will  hold  them  accountable.  If  managers  are 
selecting  employees  they  shall  similarly  have  to  justify  their  decisions  to  others. 
Relevance  thus  becomes  an  obvious  issue  that  affects  the  level  of  confidence  in 
such  a decision.  Various  human  resources  procedures  and  systems  need  to  be 
established  to  maintain  the  relevance  of  the  expression  of  competence  to  the 
requirements  of  the  employer.  Confidence  is  the  basis  on  which  the  various 
parties  implicated  in  the  decisions  and  actions  taken  within  a competence  system 
will  seek  to  account  to  others  for  those  decisions  and  actions. 

2.4  When  linking  a decision  that  a prospective  employee  / current  employee  are 
competent  the  communication  is  based  on  what  may  be  called  conventions  of 
assessment.  Some  common  understanding  is  achieved  by  which  a certain  set  of 
arrangements  become  socially  accepted  as  the  basis  for  linking  different 
contexts.  Contexts  differ,  in  particular  in  terms  of  time.  So  performance  in  the 
past  is  linked  to  future  situations  in  which  desired  performance  is  anticipated. 
This  linking  of  contexts  will  normally  involve  some  model,  some  way  of 
accounting  for  the  claimed  link.  The  DPLG  has  decided  on;- 

2.4.1  A managerial  competency  framework  as  an  expression  of  required 
managerial  competencies. 

2.4.2  Occupational  competency  profiles  as  expression  of  occupation  / post 
competency  requirements. 

Compiling  the  Personal  Development  Plan  attached  as  the  Appendix  1. 

3.1  The  aim  of  the  compilation  of  Personal  Development  Plans  (PDPs)  is  to  identify, 
prioritise  and  implement  training  needs 

3.2  The  Local  Government:  Municipal  Systems  Act:  Guidelines:  Generic  senior 
management  competency  framework  and  occupational  competency  profiles 
provides  comprehensive  information  on  the  relevance  of  items  2.4.1  and  2.4.2 
above  to  the  PDP  process.  The  Municipal  Finance  Management  Competency 
Regulations,  such  as  those  developed  by  the  National  Treasury  and  other  line 
sector  departments’  legislated  competency  requirements  need  also  be  taken  into 
consideration  during  the  PDP  process. 

3.3  The  assessment  results  of  a manager  against  the  minimum  requirements  contained 
in  the  managerial  competency  framework  and  occupational  competency  profiles  will 
assist  a manager,  in  consultation  with  his  / her  employee,  to  compile  a Personal 
Development  Plan  as  follows:- 

(a)  The  identified  training  needs  should  be  entered  into  column  1 of  the 
Appendix  1,  entitled  Skills  / Performance  Gap.  The  following  should  be 
carefully  determined  during  such  a process: 

a.  Organisational  needs,  which  include  the  following: 

o Strategic  development  priorities  and  competency  requirements,  in 
line  with  the  municipality’s  strategic  objectives, 
o The  competency  requirements  of  individual  jobs.  The  relevant  job 

requirements  (job  competency  profile)  as  identified  in  the  job  I 
description  should  be  compared  to  the  current  competency  profile  | 
of  the  employee  to  determine  the  individual’s  competency  gaps. 


o Specific  competency  gaps  as  identified  during  the  probation 
period  and  performance  appraisal  of  the  employee, 
b.  Individual  training  needs  that  are  job  / career  related. 

(b) Next,  the  prioritisation  of  the  training  needs  in  coiumn  1 shouid  also  be 
determined  since  it  may  not  be  possible  to  address  all  identified  training  needs 
in  a specific  financial  year.  It  is  however  of  critical  importance  that  training  needs 
be  addressed  on  a phased  and  priority  basis.  This  implies  that  all  these  needs 
should  be  prioritized  for  purposes  of  accommodating  critical  / strategic  training 
and  development  needs  in  the  HR  Plan,  Personal  Development  Plans  and  the 
Workplace  Skills  Plan. 

(c)  Consideration  must  then  be  given  to  the  outcomes  expected  in  column  2 of 
the  Appendix  1,  so  that  once  the  intervention  is  completed  the  impact  it  had  can 
be  measured  against  relevant  output  indicators. 

(d) An  appropriate  intervention  should  be  identified  to  address  training  needs  / 
skills  gaps  and  the  outcome  to  be  achieved  but  with  due  regard  to  cost 
effectiveness.  These  interventions  should  be  listed  in  column  3 of  the 
Appendix  1,  entitled;  Suggested  training  and  / or  development  activity.  The 
training  / development  must  also  be  conducted  either  in  line  with  a recognised 
qualification  from  a tertiary  institution  or  unit  standards  registered  on  the  National 
Qualifications  Framework  (South  African  Quaiifications  Authority),  which  could 
enable  the  trainee  to  obtain  recognition  towards  a qualification  for  training 
undertaken.  It  is  important  to  determine  through  the  Training  / Human  Resource 
Development  / Skills  Development  Unit  within  the  municipality  whether  unit 
standards  have  been  developed  with  regard  to  a specific  outcome  / skills  gap 
identified  (and  registered  with  the  South  African  Qualifications  Authority).  Unit 
standards  usually  have  measurable  assessment  criteria  to  determine  achieved 
competency.  There  is  more  detail  on  this  in  item  4 below. 

(e)  Guidelines  regarding  the  number  of  training  days  per  employee  and  the 
nominations  of  employees:  An  employee  should  on  average  receive  at  least 
five  days  of  training  per  financial  year  and  not  unnecessarily  be  withdrawn  from 
training  interventions. 


(f)  Column  4 of  the  Appendix  1:  The  suggested  mode  of  delivery  refers  to  the 
chosen  methodology  that  is  deemed  most  relevant  to  ensure  transfer  of  skills. 
The  training  / development  activity  should  impact  on  delivery  back  in  the 
workplace.  Mode  of  delivery  consists  of,  amongst  others,  self-study  [The  official 
takes  it  upon  him  / her  to  read  e.g.  legislation];  internal  or  external  training 
provision:  coaching  and  / or  mentoring  and  exchange  programmes,  etc. 

(g) The  suggested  time  frames  column  5 of  the  Appendix  1 enable  managers  to 
effectively  plan  for  the  annum  e.g.  so  that  not  all  their  employees  are  away  from 
work  within  the  same  period  and  also  ensuring  that  the  PDP  is  implemented 
systematically. 


(h)  Work  opportunity  created  to  practice  skill  / development  areas,  in  column  6 
of  the  Appendix  1,  further  ensures  internalisation  of  information  gained  as  well 
as  return  on  investment  (not  just  a nice  to  have  skill  but  a necessary  to  have  skill' 
that  is  used  in  the  workplace). 
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(i)  The  final  column,  column  7 of  the  Appendix  1,  provides  the  employee  with  a 
support  person  that  could  act  as  coach  or  mentor  with  regard  to  the  area  of 
learning. 

3.4  Personal  Development  Plans  are  compiled  for  individual  employees  and  the  data 
collated  from  all  employees  in  the  municipality  forms  the  basis  for  the  prescribed 
Workplace  Skills  Plan,  which  municipalities  are  required  to  compile  as  a basis  for  all 
training  and  education  activities  in  the  municipality,  in  a specific  financial  year  and 
report  on  progress  made  to  the  Local  Government  Sector  Education  and  Training 
Authority  (LGSETA). 

3.5  Funding  should  be  made  available  for  training,  education  and  development,  in  line 
with  the  Skills  Development  Act,  at  least  1%  of  the  personnel  budget  must  be 
earmarked  for  it.  Additional  funding  can  also  be  secured  in  terms  of  the  provisions 
of  the  Skills  Development  Levies  Act  from  the  LGSETA  if:- 

(a)  A Skills  Development  Facilitator  has  been  appointed. 

(b) The  Workplace  Skills  Plan  has  been  submitted. 

(c)  A submission,  including  a Business  Plan  is  submitted  for  additional  grants. 
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Personal  Development  Plan  of:  Mr  AG  Strydom 

Compiled  on:  1 July  2012 


7.  Support 
Person 

6.  Work 
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development 
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development 
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CORE  MANAGERIAL  COMPETENCIES  (CMC) 

Criteria 

Description 

Generic  standards  for  'outstanding'  performance 

Strategic 
capability  and 
leadership 

Provides  a vision,  sets 
the  direction  for  the 
organization  and/or 
unit  and  inspires 
others  to  deliver  on 
the  organizational 
mandate 

• Develops  detailed  action  plans  to  execute  strategic  initiatives. 

• Assists  in  defining  performance  measures  to  evaluate  the 
success  of  strategies. 

• Achieves  strategic  objectives  against  specified  performance 
measures. 

• T ranslates  strategies  into  action  plans. 

• Secures  co-operation  from  colleagues  and  team  members. 

• Seeks  mutual  benefit/win-win  outcomes  for  all  concerned. 

• Supports  stakeholders  in  achieving  their  goals. 

• Inspires  staff  with  own  behaviour  - 'walks  the  talk'. 

• Manages  and  calculates  risks. 

• Communicates  strategic  plan  to  the  organization. 

• Utilizes  strategic  planning  methods  and  tools. 

Programme  and 

project 

management 

Plans,  manages, 
monitors  and 
evaluates  specific 
activities  in  order  to 
deliver  the  desired 
outputs  and 
outcomes. 

• Establishes  broad  stakeholder  involvement  and  communicates 
the  project  status  and  key  milestones. 

• Defines  roles  and  responsibilities  for  project  team  members 
and  clearly  communicates  expectations. 

• Balances  quality  of  work  with  deadlines  and  budget. 

• Identifies  and  manages  risks  to  the  project  by  assessing 
potential  risks  and  building  contingencies  into  project  plan. 

• Uses  computer  software  programmes. 

• Sets  and  manages  service  level  agreements  with  contractors. 

Financial 

management 

1 

Compiles  and 
manages  budgets, 
controls  cash  flow, 
institutes  risk 
management  and 
administers  tender 
procurement 
processes  in 
accordance  with 
generally  recognized 
financial  practices  in 
order  to  ensure  the 
achievement  of 
strategic 
organizational 
objectives. 

Demonstrates  knowledge  of  general  concepts  of  financial 
planning,  budgeting  and  forecasting  and  how  they  interrelate. 
Manages  and  monitors  financial  risk. 

Continuously  looks  for  new  opportunities  to  obtain  and  save 
funds. 

Prepares  financial  reports  and  guidelines  based  on  prescribed 
format. 

Understands  and  weighs  up  financial  implications  of 
propositions. 

Understands  analyses  and  monitors  financial  reports. 

Allocates  resources  to  established  goals  and  objectives. 

Aligns  expenditure  to  cash  flow  projections. 

Ensures  effective  utilization  of  financial  resources. 

Develops  corrective  measures/actions  to  ensure  alignment  of 
budget  to  financial  resources. 

• Prepares  own  budget  in  line  with  the  strategic  objectives  of  the 
organization 

Change 

management 

Initiates,  supports  and 
champions 
organizational 
transformation  and 
change  in  order  to 
successfully 
implement  new 
initiatives  and  deliver 
on  service  delivery 
commitments. 

• Performs  analysis  to  determine  the  impact  of  changes  in  the 
social,  political  and  economic  environment. 

• Keeps  self  and  others  calm  and  focused  during  times  of 
change  or  ambiguity. 

• Initiates,  supports  and  encourages  new  ideas. 

• Volunteers  to  lead  change  efforts  outside  of  own  work  team. 

• Consults  and  persuades  all  the  relevant  stakeholders  of  the 
need  for  change. 

• Inspires  and  builds  commitment  within  own  area  for  the  change 
by  explaining  the  benefits  of  change,  and  the  process  of 
implementing  the  change. 

• Coaches  colleagues  on  how  to  manage  change. 

• Proactively  seeks  new  opportunities  for  change. 

• Identifies  and  assists  in  resolving  resistance  to  change  with 
stakeholders. 

• Designs  specific  projects  to  enable  change  that  is  aligned  to 
the  organizational  objectives. 

• Uses  the  political,  legislative  and  regulatory  processes  of  the 
Public  Service  to  drive  and  implement  change  efforts. 

Knowledge 

management 

Obtains,  analyses  and 
promotes  the 
generation  and 
sharing  of  knowledge 
and  learning  in  order 
to  enhance  the 
collective  knowledge 
of  the  organization. 

• Uses  appropriate  information  systems  to  manage 
organizational  knowledge. 

• Uses  modern  technology  to  stay  abreast  of  world  trends  and 
information. 

• Evaluates  information  from  multiple  sources  and  uses 
information  to  influence  decisions. 

• Creates  mechanisms  and  structures  for  sharing  of  knowledge 
in  the  organization. 

• Uses  libraries,  researchers,  knowledge  specialists  and  other 
knowledge  bases  appropriately  to  improve  organizational 
efficiency. 

Promotes  the  importance  of  knowledge  sharing  within  own 
area. 

Adapts  and  integrates  information  from  multiple  sources  to 
create  innovative  knowledge  management  solutions. 

Nurtures  a knowledge-enabling  environment. 

Service  delivery 
innovation 

Champion’s  new  ways 
of  delivering  services 
that  contributes  to  the 
improvement  of 
organizational 
processes  in  order  to 
achieve  organizational 
goals. 

( 

Consults  clients  and  stakeholders  on  ways  to  improve  the 
delivery  of  services. 

Communicates  the  benefits  of  service  delivery  improvement 
opportunities  to  stakeholders. 

Identifies  internal  process  improvement  opportunities  to  SDI. 
Demonstrates  full  knowledge  of  principles  on  service  delivery 
innovations. 

• Identifies  and  analyses  opportunities  where  innovative  ideas 
can  lead  to  improved  service  delivery. 

• Creates  mechanisms  to  encourage  innovation  and  creativity 
within  functional  area  and  across  the  organization. 

• Implements  innovative  service  delivery  options  in  own 

department/organization.  | 

Problem  solving 
and  analysis 

Systematically 
identifies  analyses 
and  resolves  existing 
and  anticipated 
problems  in  order  to 
reach  optimum 
solutions  in  a timely 
manner. 

• Explains  potential  impact  of  problems  to  won  working 
environment. 

• Demonstrates  logical  problem  solving  approach  and  provides 
rationale  for  proposed  solutions. 

• Determines  root  causes  of  problems  and  evaluates  whether 
solutions  address  root  causes. 

• Demonstrates  objectivity,  thoroughness,  insightfulness  and 
probing  behaviours  when  approaching  problems. 

• Demonstrates  the  ability  to  break  down  complex  problems  into 
manageable  parts  and  identify  solutions. 

People 

management  and 
empowerment 

Manages  and 
encourages  people, 
optimizes  their  outputs 
and  effectively 
manages  relationships 
in  order  to  achieve 
organizational  goals. 

• Seeks  opportunities  to  increase  personal  contribution  and  level 
of  responsibility. 

• Supports  and  respects  the  individuality  of  others  and 
recognizes  the  benefits  of  diversity  of  ideas  and  approaches. 

• Delegates  and  empowers  others  to  increase  contribution  and 
level  of  responsibility. 

• Applies  labour  and  employment  legislation  and  regulations 
consistently. 

• Facilitates  team  goal  setting  and  problem  solving. 

• Recognizes  individuals  and  teams  and  provides  developmental 
feedback  in  accordance  with  performance  management 
principles. 

• Adheres  to  internal  and  national  standards  with  regards  to  HR 
practices. 

• Deals  with  labour  matters. 

• Identifies  competencies  required  and  suitable  resources  for 
specific  tasks. 

• Displays  personal  interest  in  the  well-being  of  colleagues. 

Able  to  manage  own  time  as  well  as  time  of  colleagues  and 
other  stakeholders. 

Manages  conflict  through  a participatory  transparent  approach. 

Client  orientation 
and  customer 
focus 

Willing  and  able  to 
deliver  services 
effectively  and 
efficiently  in  order  to 
put  the  spirit  of 
customer  service 
(Batho  Pele)  into 
practice. 

Develops  clear  and  implementable  service  delivery 
improvement  programmes. 

Identifies  opportunities  to  exceed  the  expectations  of 
customers. 

Designs  internal  work  processes  to  improve  customer  service. 
Adds  value  to  the  organization  by  providing  exemplary 
customer  service. 

Applies  customer  rights  in  own  work  environment. 

Communication 

( 

1 

< 

1 

( 

Exchanges 
information  and  ideas 
in  a clear  and  concise 
manner  appropriate 
for  the  audience  in 
order  to  explain, 
persuade,  convince 
and  influence  others  , 
to  achieve  the  desired  , 
outcomes. 

. 

Expresses  ideas  to  individuals  and  groups  both  in  formal  and 
informal  settings  in  an  interesting  and  motivating  way. 

Receptive  to  alternative  viewpoints. 

Adapts  communication  content  and  style  according  to  the 
audience,  including  managing  body  language  effectively. 

• Delivers  messages  in  a manner  that  gains  support, 
commitment  and  agreement. 

» Writes  well-structured  complex  documents. 

» Communicates  controversial  sensitive  messages  to  fl 
stakeholders  tactfully.  f 

• Listens  well  and  is  receptive. 

• Encourages  participation  and  mutual  understanding. 

Honesty  and 
integrity 

Displays  and  builds 
the  highest  standards 
of  ethical  and  moral 
conduct  in  order  to 
promote  confidence 
and  trust  in  the  Public 
Service. 

• Conducts  self  in  accordance  with  organizational  code  of 
conduct. 

• Admits  won  mistakes  and  weaknesses  and  seeks  help  from 
others  were  unable  to  deliver. 

• Reports  fraud,  corruption,  nepotism  and  maladministration. 

• Honours  the  confidentiality  of  matters  and  does  not  use  it  for 
personal  gain  or  the  gain  of  others. 

• Discloses  conflict  of  interest’s  issues. 

• Establishes  trust  and  shows  confidence  in  others. 

• Treats  all  employees  with  equal  respect. 

• Undertakes  roles  and  responsibilities  in  a sincere  and  honest 
manner. 

• Incorporates  organizational  values  and  beliefs  into  daily  work. 

• Uses  work  time  for  organizational  matters  and  not  for  personal 
matters. 

• Shares  information  openly,  whilst  respecting  the  principle  of 
confidentiality. 

CORE  OCCUPATIONAL  COMPETENCIES  (CGC) 

Criteria 

Description 

Generic  standards  for  'outstanding'  performance 

Interpretation  of 
and 

implementation 
within  the 
legislative  an 
national  policy 
frameworks 

The  ability  to 
implement,  manage 
and  oversee  the 
implementation  of 
legislation  and  policy 

• Implementing  and  overseeing  the  implementation  and 
enforcement  of  policies  and  Bylaws 

• Establishing  and  maintaining  a register  of  non-compliance  with 
legislative  requirements  and  regularly  reporting  these  to  the 
municipal  council  and  other  role  players.  For  example, 
instances  of  non-compliance  with  the  MFMA  are  required  to  be 
reported  to  the  National  Treasury 

• Regularly  monitor  and  report  to  the  municipal  council  on  the 
implementation  of  policies  and  compliance  with  legislative 
requirements 

• Regularly  reviewing  and,  where  necessary,  proposing  to  the 
municipal  council  amendment  of  policies  and  in  the  case  of  a 
municipality  also  By-laws  to  ensure  their  relevance  and 
alignment  with  the  strategies  and  goals 

• Monitor  and  ensure  enforcement  of  municipal  By-laws, 
including  penalties  and  fines  for  non-compliance,  within  the 
municipality’s  area  of  jurisdiction 

Regularly  consider  the  impact  of  amendments  to  the 

Constitution,  national  and  provincial  legislation  and  policy,  and 
the  legislative  framework  governing  local  government  on  the 
municipality’s  By-laws  and  policies 

V 

/ 

/ 
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Knowledge  of  The  ability  to  support 

Performance  the  implementation  of 

Management  and  the  performance 
Reporting  reporting  process  of 

the  municipality. 


Knowledge  of  global  and  South  African 
specific  political,  social  and  economic 
contexts 


Knowledge  and  understanding  of  the  local  government 
legislative  framework  governing  performance  reporting. 

Within  the  area  of  responsibility,  supporting,  implementing  and 
maintaining  the  performance  management  system.  In  the  case 
of  a municipal  entity  also  supporting  and  contributing  to  the 
regular  monitoring,  measuring,  reviewing  and  reporting  of  the 
entity’s  performance  to  its  parent  municipality 
Contribute  to  the  timely  preparation,  submission  and 
publication  of  statutory  reports  relating  to  performance.  For 
example  the  annual  performance  report  (section  121(3)  and  (4) 
of  the  MFMA),  mid-year  performance  reporting  (sections  72  of 
the  MFMA)  of  a municipality  and  in  the  case  of  a municipal 
entity,  an  assessment  of  the  entity’s  performance  (section 
121(4)  of  the  MFMA),  mid-year  performance  reporting  (section 
88  of  the  MFMA),  etc. 

Within  the  area  of  responsibility,  ensure  that  the  content  of 
performance  reporting  is  specific  (unambiguous),  measurable, 
accurate  and  valid,  reliable  and  time  specific. 

Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  reports  to  understand  the  impact  on,  and  to  guide 
planning  in  respect  of,  strategies  and  goals  including  the 
implementation  of  the  budget  and  service  delivery  and  budget 
impiementation  plan  (SDBIP)  and  policies. 

Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  of  Service  delivery  mechanisms  (internal  and 
external)  and  outsourced  service  agreements  against 
performance  targets;  and 
Within  the  municipality  , analyze  and  evaluate  the 
performance  of  each  of  its  municipal  entities  against  the 
service  level  agreement  and  performance  targets  for  that  entity 
Within  the  area  of  responsibility,  ensuring  that  there  is  a link 
between  the  performance  indicators  and  targets  and  the 
integrated  development  plan  (IDP),  service  delivery  and  budget 
implementation  plan  (SDBIP)  and  the  individual  performance 
agreements  of  officials. 

Within  the  area  of  responsibility,  ensuring  that  the 
remuneration  and  appraisal  system  is  performance  based  and 
that  all  performance  bonuses  are  only  awarded  after 
consideration  of  actual  performance  of  the  municipality  against 
the  performance  targets  for  a specific  period. 

Regularly  benchmark  the  performance  of  the  area  of 
responsibility  against  the  performance  of  functions  of  similar 
and/or  comparable  municipalities  to  improve  and  guide  in  the 
planning  and  delivery  of  services. 


Understanding  the  local  government  environment  (including 
legislative,  social,  political  and  economic)  and  the  ability  to 
analyze  the  financial  and  non-financial  impact  of  changes  in 
the  external  and  internal  environment  that  could  affect  the 
municipality/  municipal  entity  and  recognizing  when  this 
necessitates  change  | 
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Competence  in 
policy 

conceptualization 
, analysis  and 
implementation 

The  ability  to  guide, 
support  and  contribute 
to  the  formulation  of 
policy,  and  in  the  case 
of  a municipality  also 
By-laws 

• Excellent  verbal  communication  and  writing  skills  and  an  ability 
to  research  and  analyze  complex  information 

• Guiding  and  supporting  the  municipal  council  with  the  process 
of  adopting  policies  and  making  By-laws.  This  includes 
advising  council  on  the  financial  and  non-financial  impact  of 
proposed  poiicies  and  By-laws  OR  in  the  case  of  a municipal 
entity  guiding  and  supporting  the  board  of  directors  with  the 
process  of  adopting  policies  including  advising  on  the  financial 
and  non-financial  impact  of  proposed  policies 

• Overseeing  and  managing  the  administrative  aspects  of  the 
process  for  adopting  policies  and  in  the  case  of  a municipality 
also  making  By-laws. 

• Conceptualizing,  formulating  and  drafting  policies  and  in  the 
case  of  a municipality  also  By-laws  in  alignment  with  the 
integrated  development  plan  (IDP),  the  Constitution,  national 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government,  having  regard  to 
cooperative  government.  This  process  should  include 
consideration  of  and  alignment  with  existing  policies  and  By- 
laws and  be  within  budget  constraints. 

Knowledge  of  more  than  one  functional 
municipal  field  / discipline 

• Knowledge  and  understanding  of  the  municipality’s 

environment  (internal  and  external),  the  Constitution,  national 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government  as  well  as  the 
municipality’s  By-laws  and  policies. 

Competence  as 
required  by  other 
national  line 
sector 

departments 

Within  the  area  of 
responsibility,  the 
ability  to  guide, 
establish  and  maintain 
appropriate 
stakeholder  relations. 

• Within  the  area  of  responsibility,  knowledge  and  understanding 
of  stakeholders  and  recognizing  the  varying  relations  required 
with  stakeholders  and  the  impact  on  the  municipality  and  the 
municipality’s  impact  on  its  stakeholders. 

• Within  the  area  of  responsibility,  establishing  and  maintaining 
effective  and  relevant  external  stakeholder  relations.  This  would 
include  relations  with  the  community,  local  businesses,  public 
benefit  organizations  and  other  spheres  of  government 
including  neighbouring  municipalities  and  relations  for  purposes 
of  external  service  delivery  mechanisms,  outsourced  service 
agreements,  etc  and,  in  the  case  of  a municipality,  Public- 
Private  Partnerships  (PPPs) 

• Within  the  area  of  responsibility,  ensuring  stakeholder 
consultation  (internai  and  external)  and  advising  the  accounting 
officer  on  stakeholder  consultation  as  envisaged  and  required 
by  the  Municipal  Systems  Act  and  the  MFMA.  This  includes 
managing  stakeholder  expectations. 

Exceptional  and 
dynamic 
creativity  to 
improve  the 
functioning  of  the 
municipality 

The  abiiity  to  guide  the 
management  of 
change  for  the 
municipaiity  within  the 
area  of  responsibility. 

. 

• Managing  and  implementing  change  management  within  the  area  of 
responsibility 

• The  ability  to  be  proactive  and  find  creative  and  innovative  solutions 
to  change 

• Consultation  with  and  management  of  various  stakeholders  particular 
to  the  change 

• Managing  and  resolving  any  resistance  to  change  , 

• Contributing  and  supporting  the  accounting  officer  with  thealignment 

of  strategies  and  goals  with  the  need  for  change.  / 

PERFORMANCE  AGREEMENT 

IN  TERMS  OF  THE:- 

LOCAL  GOVERNMENT:  MUNICIPAL  SYSTEMS  ACT, 

2000  (32  OF  2000),  AS  AMENDED 

LOCAL  GOVERNMENT:  MUNICIPAL  PERFORMANCE  REGULATION  FOR 
MUNICIPAL  MANAGERS  AND  MANAGERS  DIRECTLY  ACCOUNTABLE  TO 

MUNICIPAL  MANAGERS,  2006 

Entered  into  by  and  between 

The  CITY  OF  MATLOSANA  herein  represented  by 

E.T.  MOTSEMME 

in  his  capacity  as 

Municipal  Manager 

(hereinafter  referred  to  as  the  Employer) 

And 

WJ.  VILJOEN 

As  the 

Director:  Electrical  and  Mechanical  Services 

(hereinafter  referred  to  as  the  Employee) 

For  the  Period 
1 July  2012  to  30  June  2013 
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PERFORMANCE  AGREEMENT 


ENTERED  INTO  BY  AND  BETWEEN: 

The  CITY  OF  MATLOSANA  herein  represented  by  ELIE  TSIETSI  MOTSEMME  (ID  NR.  6506135623080) 

in  his  capacity  as  the  MUNICIPAL  MANAGER  (hereinafter  referred  to  as  the  Employer)  and  WYNAND 
JACOBUS  VILJOEN  (ID  NR.  5410035136080)  in  his  capacity  as  the  DIRECTOR  ELECTRICAL  AND 
MECHANICAL  SERVICES  of  the  Municipality  (hereinafter  referred  to  as  the  Employee). 


WHEREBY  IT  IS  AGREED  AS  FOLLOWS: 


1.  INTRODUCTION 

1.1  The  Employer  has  entered  into  a contract  of  employment  with  the  Employee  in  terms  of 
section  57(1  )(a)  of  the  Local  Government:  Municipal  Systems  Act  32  of  2000  (“the  Systems 
Act").  The  Employer  and  the  Employee  are  hereinafter  referred  to  as  “the  Parties”. 

1.2  Section  57(1  )(b)  of  the  Systems  Act,  read  with  the  Contract  of  Employment  concluded 
between  the  parties,  requires  the  parties  to  conclude  an  annual  performance  agreement. 

1 .3  The  parties  wish  to  ensure  that  they  are  clear  about  the  goals  to  be  achieved,  and  secure  the 
commitment  of  the  Employee  to  a set  of  outcomes  that  will  secure  local  government  policy 
goals. 

1 .4  The  parties  wish  to  ensure  that  there  is  compliance  with  Sections  57(4A),  57(4B)  and  57(5)  of 
the  Systems  Act  and  Section  57(4C)  of  the  Systems  Amendment  Act. 


2.  PURPOSE  OF  THIS  AGREEMENT 

The  purpose  of  this  Agreement  is  to  - 

2.1  comply  with  the  provisions  of  Section  57(1)(b),(4A),(4B)  and  (5)  of  the  Systems  Act , Section 
57(4C)  of  the  Systems  Amendment  Act,  as  well  as  the  employment  contract  entered  into 
between  the  parties; 

2.2  specify  objectives  and  targets  defined  and  agreed  with  the  employee  and  to  communicate  to 
the  employee  the  employer’s  expectations  of  the  employee’s  performance  and 
accountabilities  in  alignment  with  the  Integrated  Development  Plan  (IDP),  Service  Delivery 
and  Budget  Implementation  Plan  (SDBIP)  and  the  Budget  of  the  municipality; 

2.3  specify  accountabilities  as  set  out  in  a performance  plan,  which  forms  an  Annexure  to  the 
Performance  Agreement; 

2.4  monitor  and  measure  performance  against  set  targeted  outputs; 

2.5  use  the  Performance  Agreement  as  the  basis  for  assessing  whether  the  employee  has  met 
the  performance  expectations  applicable  to  his  or  her  job; 

2.6  in  the  event  of  outstanding'  performance,  to  appropriately  reward  the  employee;  and 

2.7  give  effect  to  the  employer's  commitment  to  a performance-orientated  relationship  with  its 

employee  in  attaining  equitable  and  improved  service  delivery.  jl 


3  COMMENCEMENT  AND  DURATION 


3.1  This  Agreement  will  commence  on  the  1 JULY  2012  and  will  remain  in  force  until  30  JUNE 
2013  thereafter  a new  Performance  Agreement,  Performance  Plan  and  Personal 
Development  Plan  shall  be  concluded  between  the  parties  for  the  next  financial  year  or  any 
portion  thereof. 

3.2  This  Agreement  will  terminate  on  the  termination  of  the  Employee’s  contract  of  employment. 

3.3  The  content  of  this  Agreement  may  be  revised  at  any  time  during  the  above-mentioned 
period  to  determine  the  applicability  of  the  matters  agreed  upon. 

3.4  If  at  any  time  during  the  validity  of  this  Agreement  the  work  environment  alters  (whether  as  a 
result  of  government  or  council  decisions  or  otherwise)  to  the  extent  that  the  contents  of  this 
Agreement  are  no  longer  appropriate,  the  contents  shall  immediately  be  revised. 


4 PERFORMANCE  OBJECTIVES 

4.1  The  Performance  Plan  (Annexure  A)  sets  out- 

4.1.1  the  performance  objectives  and  targets  that  must  be  met  by  the  Employee;  and 

4.1.2  the  time  frames  within  which  those  performance  objectives  and  targets  must  be  met. 

4.2  The  performance  objectives  and  targets  reflected  in  the  Performance  Plan  (Annexure  A)  are 
set  by  the  Employer  in  consultation  with  the  Employee  and  based  on  the  Integrated 
Development  Plan  (IDP),  Service  Delivery  and  Budget  Implementation  Plan  (SDBIP)  and  the 
Budget  of  the  Employer,  and  shall  include  key  objectives;  key  performance  indicators;  target 
dates  and  weightings. 

4.2.1  The  key  objectives  describe  the  main  tasks  that  need  to  be  done. 

4.2.2  The  key  performance  indicators  provide  the  details  of  the  evidence  that  must  be 
provided  to  show  that  a key  objective  has  been  achieved. 

4.2.3  The  target  dates  describe  the  timeframe  in  which  the  work  must  be  achieved. 

4.2.4  The  weightings  show  the  relative  importance  of  the  key  objectives  to  each  other. 

4.3  The  Employee’s  performance  wili,  in  addition,  be  measured  in  terms  of  contributions  to  the 
goals  and  strategies  set  out  in  the  Employer’s  Integrated  Development  Plan. 

5 PERFORMANCE  MANAGEMENT  SYSTEM 

5.1  The  Employee  agrees  to  participate  in  the  performance  management  system  that  the 
Employer  adopts  or  introduces  for  the  Employer,  management  and  municipal  staff  of  the 
Employer. 

5.2  The  Employee  accepts  that  the  purpose  of  the  performance  management  system  will  be  to 
provide  a comprehensive  system  with  specific  performance  standards  to  assist  the 
Employer,  management  and  municipal  staff  to  perform  to  the  standards  required. 

5.3  The  Employer  will  consult  the  Employee  about  the  specific  performance  standards  that  will 
be  included  in  the  performance  management  system  as  applicable  to  the  Employee. 


5.4  The  Employee  undertakes  to  actively  focus  towards  the  promotion  and  implementation  of  the 
KPAs  (including  special  projects  relevant  to  the  employee’s  responsibilities)  within  the  local 
government  framework. 

5.5  The  criteria  upon  which  the  performance  of  the  Employee  shall  be  assessed  shall  consist  of 
two  components,  both  of  which  shall  be  contained  in  the  Performance  Agreement. 

5.5.1  The  Employee  must  be  assessed  against  both  components,  with  a weighting  of 
80:20  allocated  to  the  Key  Performance  Areas  (KPAs)  and  the  Core  Competency 
Requirements  (CCRs)  respectively. 

5.5.2  Each  area  of  assessment  will  be  weighted  and  will  contribute  a specific  part  to  the 
total  score. 

5.5.3  KPAs  covering  the  main  areas  of  work  will  account  for  80%  and  CCRs  will  account 
for  20%  of  the  final  assessment. 

5.6  The  Employee’s  assessment  will  be  based  on  his  / her  performance  in  terms  of  the  outputs 
/ outcomes  (performance  indicators)  identified  as  per  attached  Performance  Plan  (Annexure 
A),  which  are  linked  to  the  KPA’s,  and  will  constitute  80%  of  the  overall  assessment  result  as  per 
the  weightings  agreed  to  between  the  Employer  and  Employee; 


Key  Performance  Areas  (KPA’s) 

Weighting 

Service  Delivery  & Infrastructure  Development 

100% 

Municipal  Institutional  Development  and  Transformation 

% 

Local  Economic  Development  (LED) 

% 

Municipal  Financial  Viability  and  Management 

% 

Good  Governance  and  Public  Participation 

% 

Total 

100% 

5.7  in  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  key  performance 
areas  related  to  the  functional  area  of  the  relevant  manager  must  be  subject  to  negotiation 
between  the  municipal  manager  and  the  relevant  manager. 

5.8  The  CCRs  will  make  up  the  other  20%  of  the  Employee’s  assessment  score.  CCRs  that  are 
deemed  to  be  most  critical  for  the  Employee’s  specific  job  should  be  selected  (V)  from  the  list 
below  as  agreed  to  between  the  Employer  and  Employee. 


CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 

CORE  MANAGERIAL  COMPETENCIES  (CMC) 

V 

WEIGHT 

Strategic  Capability  and  Leadership 

V 

5% 

Programme  and  Project  Management 

V 

5% 

Financial  Management 

V 

15% 

Change  Management 

Knowledge  Management 

V 

5% 

Service  Delivery  Innovation 

V 

5% 

Problem  Solving  and  Analysis 

V 

5% 

People  Management  and  Empowerment 

V 

5% 

Client  Orientation  and  Customer  Focus 

V 

10% 
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CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 

CORE  MANAGERIAL  COMPETENCIES  (CMC) 

V 

WEIGHT 

Communication 

V 

5% 

Honesty  and  Integrity 

V 

5% 

CORE  OCCUPATIONAL  COMPETENCIES  (COC) 

Competence  in  Self  Management 

V 

5% 

Interpretation  of  and  implementation  within  the 
legislative  an  national  policy  frameworks 

V 

5% 

Knowledge  of  Performance  Management  and 

Reporting 

V 

5% 

Knowledge  of  global  and  South  African  specific 
poiitical,  social  and  economic  contexts 

Competence  in  policy  conceptualisation,  analysis  and 
implementation 

V 

5% 

Knowledge  of  more  than  one  functional  municipal  field 
/ discipline 

V 

5% 

Skills  in  Mediation 

Skills  in  Governance 

V 

5% 

Competence  as  required  by  other  national  line  sector 
departments 

Exceptional  and  dynamic  creativity  to  improve  the 
functioning  of  the  municipality 

V 

5% 

TOTAL  PERCENTAGE 

100% 

6.  EVALUATING  PERFORMANCE 


6.1  The  Performance  Plan  (Annexure  A)  to  this  Agreement  sets  out  - 

6.1.1  the  standards  and  procedures  for  evaluating  the  Employee's  performance;  and 

6.1.2  the  intervals  for  the  evaluation  of  the  Employee's  performance. 

6.2  Despite  the  establishment  of  agreed  inten/als  for  evaluation,  the  Employer  may  in  addition 
review  the  Employee's  performance  at  any  stage  while  the  contract  of  employment  remains  in 
force. 

6.3  Personal  growth  and  development  needs  identified  during  any  performance  review  discussion 
must  be  documented  in  a Personal  Development  Plan  as  well  as  the  actions  agreed  to  and 
implementation  must  take  place  within  set  time  frames. 

6.4  The  Employee's  performance  will  be  measured  in  terms  of  contributions  to  the  goals 
and  strategies  set  out  in  the  Employer's  SDBIP. 

6.5  The  annual  performance  appraisal  will  involve: 

6.5.1  Assessment  of  the  achievement  of  results  as  outlined  in  the  Performance  Plan: 


(a) 


(b) 


Each  KPA  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  or  performance  indicators  have  been  met  and  with  due  regard  to  ad 
hoc  tasks  that  had  to  be  performed  under  the  KPA. 


An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  KPA. 
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(c)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.3  below) 
must  then  be  used  to  add  the  scores  and  calculate  a final  KPA  score. 

6.5.2  Assessment  of  the  CCRs 

(a)  Each  CCR  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  have  been  met. 

(b)  An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  CCR. 

(c)  This  rating  should  be  multiplied  by  the  weighting  given  to  each  CCR  during  the 
contracting  process,  to  provide  a score. 

(d)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.1)  must  then 
be  used  to  add  the  scores  and  calculate  a final  CCR  score. 

6.5.3  Overall  rating 

An  overall  rating  is  calculated  by  using  the  applicable  assessment-rating  calculator.  Such 

overall  rating  represents  the  outcome  of  the  performance  appraisal. 


6.6  The  assessment  of  the  performance  of  the  Employee  will  be  based  on  the  following  rating  scale 
for  KPA’s  and  CCRs: 


Level 

Terminology 

Description 

Rating 

1 2 1 3 '4  1 5 

5 

Outstanding 

performance 

F’erformance  far  exceeds  the  standard 
expected  of  an  employee  at  this  level.  The 
appraisal  indicates  that  the  Employee  has 
achieved  above  fully  effective  results  against 
all  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan 
and  maintained  this  in  all  areas  of 
responsibility  throughout  the  year. 

4 

Performance 

significantly 

above 

expectations 

Performance  is  significantly  higher  than  the 
standard  expected  in  the  job.  The  appraisal 
indicates  that  the  Employee  has  achieved 
above  fully  effective  results  against  more  than 
half  of  the  performance  criteria  and  indicators 
and  fully  achieved  all  others  throughout  the 
year. 

3 

Fully  effective 

Performance  fully  meets  the  standards 
expected  in  all  areas  of  the  job.  The  appraisal 
indicates  that  the  Employee  has  fully 
achieved  effective  results  against  all 
significant  performance  criteria  and  indicators 
as  specified  in  the  PA  and  Performance  Plan. 
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Level 

Terminology 

Description 

Rating 

1 2 I 3 4 I 5 

2 

Not  fully  effective 

Performance  is  below  the  standard  required 
for  the  job  in  key  areas.  Performance  meets 
some  of  the  standards  expected  for  the  job. 
The  review/assessment  indicates  that  the 
employee  has  achieved  below  fully  effective 
results  against  more  than  half  the  key 
performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 

1 

Unacceptable 

performance 

Performance  does  not  meet  the  standard 
expected  for  the  job.  The  review/assessment 
indicates  that  the  employee  has  achieved 
below  fully  effective  results  against  almost  all 
of  the  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 
The  employee  has  failed  to  demonstrate  the 
commitment  or  ability  to  bring  performance  up 
to  the  level  expected  in  the  job  despite 
management  efforts  to  encourage 

improvement. 

6.7  For  purposes  of  evaluating  the  annual  performance  of  the  Municipal  Manager,  an  evaluation 
panel  constituted  of  the  following  persons  must  be  established:- 

6.7.1  Executive  Mayor; 

6.7.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.7.3  Member  of  the  Mayoral  Committee; 

6.7.4  Mayor  and/or  Municipal  Manager  from  another  municipality;  and 

6.7.5  Member  of  a ward  committee  as  nominated  by  the  Executive  Mayor. 

6.8  For  purposes  of  evaluating  the  annual  Performance  of  Managers  directly  accountable  to  the 

Municipal  Manager,  an  evaluation  panel  constituted  of  the  following  persons  must  be 
established:- 

6.8.1  Municipal  Manager; 

6.8.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.8.3  Municipal  Manager  from  another  municipality. 

6.9  The  Manager  responsible  for  Human  Resources  of  the  municipality  must  provide  secretariat 

services  to  the  evaluation  panels  referred  to  in  paragraphs  6.7  and  6.8. 


7.  SCHEDULE  FOR  PERFORMANCE  REVIEWS 


7.1  The  performance  of  each  Employee  in  relation  to  his  / her  performance  agreement  shall  be 
reviewed  on  the  following  dates  with  the  understanding  that  reviews  in  the  first  and  third  quarter 
may  be  verbal  if  performance  is  satisfactory: 


First  quarter 
Second  quarter 
Third  quarter 
Fourth  quarter 


July  - September  2012 
October  - December  2012 
January  - March  2013 
April  - June  2013 
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7.2  The  Employer  shall  keep  a record  of  the  mid-year  review  and  annual  assessment  meetings. 

7.3  Performance  feedback  shall  be  based  on  the  Employer’s  assessment  of  the  Employee’s 
performance. 

7.4  The  Employer  will  be  entitled  to  review  and  make  reasonable  changes  to  the  provisions  of 
(Annexure  A)  from  time  to  time  for  operational  reasons.  The  Employee  will  be  fully  consulted 
before  any  such  change  is  made. 

7.5  The  Employer  may  amend  the  provisions  of  (Annexure  A)  whenever  the  performance 
management  system  is  adopted,  implemented  and  / or  amended  as  the  case  may  be.  In  that 
case  the  Employee  will  be  fully  consulted  before  any  such  change  is  made. 


8.  DEVELOPMENTAL  REQUIREMENTS 

The  Personal  Development  Plan  (PDP)  for  addressing  developmental  gaps  is  attached  as  (Annexure 

B). 


9.  OBLIGATIONS  OF  THE  EMPLOYER 

9.1  The  Employer  shall - 

9.1 .1  create  an  enabling  environment  to  facilitate  effective  performance  by  the  employee; 

9.1.2  provide  access  to  skills  development  and  capacity  building  opportunities; 

9.1.3  work  collaboratively  with  the  Employee  to  solve  problems  and  generate  solutions  to 
common  problems  that  may  impact  on  the  performance  of  the  Employee; 

9.1.4  on  the  request  of  the  Employee  delegate  such  powers  reasonably  required  by  the 
Employee  to  enable  him  / her  to  meet  the  performance  objectives  and  targets 
established  in  terms  of  this  Agreement;  and 

9.1.5  make  available  to  the  Employee  such  resources  as  the  Employee  may  reasonably 
require  from  time  to  time  to  assist  him  / her  to  meet  the  performance  objectives  and 
targets  established  in  terms  of  this  Agreement. 


10.  CONSULTATION 


10.1  The  Employer  agrees  to  consult  the  Employee  timeously  where  the  exercising  of  the  powers 
will  have  amongst  others  - 

10.1.1  a direct  effect  on  the  performance  of  any  of  the  Employee’s  functions; 

10.1.2  commit  the  Employee  to  implement  or  to  give  effect  to  a decision  made  by  the 
Employer;  and 


10.1.3  a substantial  financial  effect  on  the  Employer. 


10.2  The  Employer  agrees  to  inform  the  Employee  of  the  outcome  of  any  decisions  taken 
pursuant  to  the  exercise  of  powers  contemplated  in  10.1  as  soon  as  is  practicable  to  enable 
the  Employee  to  take  any  necessary  action  without  delay. 
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11.  MANAGEMENT  OF  EVALUATION  OUTCOMES 


11.1  The  evaluation  of  the  Employee’s  performance  will  form  the  basis  for  rewarding  outstanding 
performance  or  correcting  unacceptable  performance. 

11.2  A performance  bonus  of  between  5%  to  14%  of  the  all-inclusive  annual  remuneration 
package  may  be  paid  to  the  Employee  in  recognition  of  outstanding  performance  to  be 
constituted  as  follows: 

11.2.1 


Performance  Score 

Performance  Bonus  Percentage 

From 

To 

130% 

133% 

5% 

134% 

137% 

6% 

138% 

141% 

7% 

142% 

145% 

8% 

146% 

149% 

9% 

150% 

153% 

10% 

154% 

157% 

11% 

158% 

161% 

12% 

162% 

165% 

13% 

166% 

169% 

14% 

11.3  In  the  case  of  unacceptable  performance,  the  Employer  shall  - 

11.3.1  provide  systematic  remedial  or  developmental  support  to  assist  the  Employee  to 
improve  his  or  her  performance;  and 

11.3.2  after  appropriate  performance  counselling  and  having  provided  the  necessary 
guidance  and/  or  support  as  well  as  reasonable  time  for  improvement  in 
performance,  the  Employer  may  consider  steps  to  terminate  the  contract  of 
employment  of  the  Employee  on  grounds  of  unfitness  or  incapacity  to  carry  out  his  or 
her  duties. 


12.  DISPUTE  RESOLUTION 


12.1  Any  disputes  about  the  nature  of  the  Employee’s  performance  agreement,  whether  it  relates 
to  key  responsibilities,  priorities,  methods  of  assessment  and/  or  any  other  matter  provided 
for,  shall  be  mediated  by  - 

12.1.1  the  MEC  for  local  government  in  the  province  within  thirty  (30)  days  of  receipt  of  a 
formal  dispute  from  the  Employee;  or 

12.1.2  any  other  person  appointed  by  the  MEC. 

12.1.3  In  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  a member  of 
the  municipal  council,  provided  that  such  member  was  not  part  of  the  evaluation 
panel  provided  for  in  sub-regulation  27(4)(e)  of  the  Municipal  Performance 
Regulations,  2006,  within  thirty  (30)  days  of  receipt  of  a formal  dispute  from  the 
employee; 


12.2 


whose  decision  shall  be  final  and  binding  on  both  parties. 


In  the  event  that  the  mediation  process  contemplated  above  fails,  clause  21.3  of  the 
of  Employment  shall  apply. 


Contract 
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13.  GENERAL 


13.1  The  contents  of  this  agreement  and  the  outcome  of  any  review  conducted  in  terms  of 
Annexure  A may  be  made  avaiiable  to  the  public  by  the  Employer. 

13.2  Nothing  in  this  agreement  diminishes  the  obligations,  duties  or  accountabilities  of  the 
Employee  in  terms  of  his/  her  contract  of  employment,  or  the  effects  of  existing  or  new 
regulations,  circulars,  policies,  directives  or  other  instruments. 

13.3  The  performance  assessment  results  of  the  Directors  must  be  submitted  to  the  municipal 
council  within  fourteen  (14)  days  after  the  conclusion  of  the  assessment. 


14.  PERFORMANCE  APPRAISALS 

14.1  The  Employee  will  be  responsible  for  developing  annual  performance  work  plans  and 
conducting  performance  appraisals  with  all  staff  in  the  Directorate  as  stipulated  in  Section  5 
of  the  201 1 Performance  Management  System  Framework  and  Policy  document. 

Thus  done  and  signed  at  KLERKSDORP  on  this  the....^..  day  of  JUNE  2012. 


Thus  done  and  signed  at  KLERKSDORP  on  this  the....r..  day  of  JUNE  2012. 


AS  WITNESSES: 

1. 
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ANNEXURE “A” 


Performance  Plan 


DIRECTOR  .ELECTRICAL  AND 
MECHANICAL  SERVICES 

WJ  VILJOEN 


CITY  OF  MATLOSANA 
Period  1 July  2012  to  30  June  2013 


DIRECTORATE  ELECTRICAL  AND  MECHANICAL  ENGINEERING 


DIRECTOR  ELECTRICAL  AND  MECHANICAL  ENGINEERING 


IDP  PROJECTS 


Project  ID. 

Vote  Nr 

Item  Nr. 

Key  Performance 
Area  (KPA) 

Weighting 

Objectives 

Key  Performance 
Indicators  (KPI) 

Anhbal  Target 

R 

IDP  - MIG 

Grant 

Roll-Over 

205015  401  2410 

ELE1 

Service  Delivery  & 
Infrastructure 
Development 

5.88% 

To  install  high  mast 
lights  to  better 
service  delivery 

High  mast  lights 
installed  in  Kanana 
(Phase  4) 

Installing  8 high  mast  lights  in 
Kanana  (ward  22  - 26)(phase 
4)  at  a cost  of  R600,000  by 
June  2013 

IDP  - MIG 

Grant 

Roll-Over 

205015  401  2411 

ELE2 

Service  Delivery  & 
Infrastructure 
Development 

5.88% 

High  mast  lights 
installed  in  Jouberton 
Ext  24  (Phase  1) 

Installing  5 high  mast  lights  in 
Jouberton  extension  24  (ward 
12)(phase  1)  at  a cost  of 
R300,000  by  June  2013 

IDP  - MIG 

Grant 

Roll-Over 

205015  401  6018 

ELE3 

Service  Delivery  & 
Infrastructure 
Development 

5.88% 

To  upgrade 
mechanical  and 
electrical  equipment 
at  pump  station  to 
ensure  the 
maintenance  of  the 
existing 
infrastructure 

Number  of 
mechanical  and 
electrical  equipment 
at  pump  station  in 
Efiaton  upgraded 

Upgrading  of  1 mechanical 
and  electrical  equipment  in 
pump  station  (Volume  3)  at 
Ellaton  (ward  8 & 29)  to  the 
amount  of  R2, 422, 000  by 
December  2012 

IDP  - DME 

Grant 

Roll-Over 

205015  401  0905 

ELE4 

Service  Delivery  & 
Infrastructure 
Development 

5.88% 

To  electrify 

Jouberton  Ext  24  to 
ensure  a basic  level 
of  electricity 

Number  of  houses  in 
Jouberton  Ext  24 

(Phase  2)  electrified 

Electrification  of  1,192 
houses  in  Jouberton  Ext  24 
(ward  12)(Phase  2)  at  a cost 
of  R8.71 9,000  by  June  2013 

IDP  - MIG 
Grant 

ELE5 

Service  Delivery  & 
Infrastructure  Development 

5.88% 

To  install  high  mast 
lights  to  better 
service  delivery 

High  mast  lights 
installed  in  Kanana 
(Phase  5) 

Installing  8 high  mast  lights  in 
Kanana  (ward  22  - 26)(phase 
5)  at  a cost  of  R2, 000, 000  by 
June  2013 

IDP -MIG 
Grant 

ELE6 

Service  Delivery  & 
Infrastructure  Development 

5.88% 

To  install  high  mast 
lights  to  better 
service  delivery 

High  mast  lights 
installed  in  Jouberton 
Ext  24  (Phase  2) 

Installing  8 high  mast  lights  in 
Jouberton  extension  24  (ward 
12)(phase  2)  at  a cost  of 

R2, 000, 000  by  June  2013 

DIRECTORATE  ELECTRICAL  AND  MECHANICAL  ENGINEERING 


To  install  high  mast 
lights  to  better 
service  delivery 

High  mast  lights 
installed  In  Tigane 
(Phase  2) 

Installing  8 high  mast  lights  in 
Tigane  (wards  1 &2){phase  2) 
at  a cost  of  R2, 000,000  by 
June  2013 

To  install  high  mast 
lights  to  better 
service  delivery 

High  mast  lights 
installed  in  Alabama 
Ext  3 (Phase  1) 

Installing  8 high  mast  lights  in 
Alabama  extension  3 (ward 
4)(phase  1)  at  a cost  of 

R2, 000, 000  by  June  2013 

To  upgrade 
mechanical  and 
electrical  equipment 
at  pump  stations  to 
ensure  the 
maintenance  of  the 
existing 
infrastructure 

Number  of 
mechanical  and 
electrical  equipment 
at  pump  stations 
upgraded 

Upgrading  of  5 mechanical 
and  electrical  equipment  in 
pump  stations  (Volume  4)  at 
Rietkuil  ” Jouberton  (ward 

12):  Linda,  Lorraine  and 

Tigane  - Tigane  (wards  1 & 

2)  and  Alabama  (wards  3 & 4) 
to  the  amount  of  R8, 000,000 
by  June  2013 

To  electrify 

Jouberton  Ext  24  to 
ensure  a basic  level 
of  electricity 

Number  of  houses  in 
Jouberton  Ext  24 

(Phase  3)  electrified 

Electrification  of  18  houses  in 
Jouberton  Ext  24  (ward 
12)(Phase  3)  at  a cost  of 

R 180,000  by  March  2013 

To  upgrade 

Jouberton  main 
substation  to  ensure 
adequate  supply  of 
electricity 

Jouberton  main 
substation  upgraded 

Upgrading  of  Jouberton  main 
substation  building  with  a 

68m^  extension  and  additional 
2x11  KV  panels  to  the 
amount  of  R1 ,320,000  by 

June  2013 

DIRECTORATE  ELECTRICAL  AND  MECHANICAL  ENGINEERING 


Projection  Vote  No. 


New 

Capital 


New 

Capital 


Key  Performance 
Area  (KPA) 


o6 

I 3 S 

Q O 

III 

t s a 
0 
if) 


o6 

^ P c 
tS  E 


Weighting 


Objectives 


Key  Performance 
Indicators  (KPi) 


Annual  Target 


To  purchase  Number  of  vehicles 

vehicles  and  plant  to  and  plant  purchased 
better  service 
delivery 


To  purchase  Number  of  vehicles 

vehicles  and  plant  to  and  plant  purchased 
better  service 
delivery 


Purchasing  of  1 truck  with 
sound  system  for  the  Imbizo’s 
and  2 x 1400  bakkies  for 
Speaker's  Office  at  a cost  of 
R 1,700, 000  by  March  2013 


Purchasing  of  vehicles  / 
trucks  from  Fleet  Africa  at  a 
cost  of  R3, 000, 000  by 
December  2012 


t ^ a 
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5.88% 

To  provide  basic 
municipal  services  to 
ensure  access  to 
electricity  (National 
Indicator) 

% of  households  with 
access  to  basic  level 
of  electricity 

99.29%  of  households  with 
access  to  basic  level  of 
electricity  by  June  2013  - 

Urban  Settlement 

5.88% 

To  provide  basic 
municipal  services  to 
ensure  access  to 
electricity  (National 
Indicator) 

Number  of 
households  with 
access  to  basic  level 
of  electricity 

168,663  Households  with 
access  to  basic  level  of 
electricity  by  June  2013  - 

Urban  Settlement 

5,88% 

To  provide  basic 
municipal  services  to 
ensure  access  to 
electricity  (National 
Indicator) 

Number  of  backlogs 
with  the  access  to 
basic  level  of 
electricity 

1,192  Backlogs  with  the 
access  to  basic  level  of 
electricity  by  June  2013  - 

Urban  Settlement 

5.88% 

To  provide  basic 
municipal  services  to 
ensure  access  to 
electricity  (National 
Indicator) 

Number  of  backlogs 
with  the  access  to 
basic  level  of 
electricity 

1 ,620  Backlogs  with  the 
access  to  basic  level  of 
electricity  by  June  2013  - 

Rural  Settlement 
(Jurisdiction  of  Eskom) 

100.00% 


ANNEXURE “B” 


Personal  Development  Plan  (PDP) 


DIRECTOR  .ELECTRICAL  AND 
MECHANICAL  SERVICES 

WJ  VILJOEN 


CITY  OF  MATLOSANA 

Period  1 July  2012  to  30  June  2013 
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Explanatory  Notes  to  the  Personal  Development  Plan 
1.  Introduction 

1.1  A Municipality  should  be  committed  to  - 

(a)  the  continuous  training  and  development  of  its  employees  to  achieve  its  vision, 
mission  and  strategic  objectives  and  empower  employees;  and 

(b)  managing  training  and  development  within  the  ambit  of  relevant  national  policies 
and  legislation. 

1 .2  A Municipality  should  follow  an  integrated  approach  to  Human  Resource  Development, 
that  is; 

(a)  Human  resource  development  should  form  an  integral  part  of  human 
resource  planning  and  management. 

(b)  In  order  for  a municipality’s  training  and  development  strategy  and  plans  to  be 
successful  it  should  be  based  on  sound  Human  Resource  (HR)  practices,  such 
as  the  (strategic)  HR  Plan,  job  descriptions,  the  result  of  regular  performance 
appraisals,  career  pathing,  scarce  skills  an  talent  management  and  succession 
planning. 

(c)  To  ensure  the  necessary  linkage  with  performance  management,  the 
municipality’s  Performance  Management  and  Development  System  should 
provide  for  the  Personal  Development  Plans  of  employees  to  be  included  in  their 
annual  Performance  Agreements.  Such  approach  will  ensure  the  alignment  of 
individual  performance  objectives  to  the  municipality’s  strategic  objectives,  and 
that  training  and  development  needs  are  also  identified  during  the  performance 
management  and  appraisal  process. 

(d)  Career-pathing  and  succession  planning  ensures  that  employees  are  placed  and 
developed  in  jobs  according  to  aptitude  and  identified  potential  and  through 
training  and  development  acquire  the  necessary  competencies  to  prepare  them 
for  future  positions.  Scarce  skills  and  talent  management  also  requires 
appropriate  training,  education  and  development  interventions. 

2.  Competence  Modeling 

2.1  What  does  an  institution  mean  when  it  says  an  employee  / prospective  employee 
is  competent  if  he  / she  fit  a managerial  competency  framework  or  occupational 
competency  profile?  The  institution  is  in  fact  expressing  competence  as  a 
future-oriented  ideal  that  they  require  to  achieve  their  strategic  objectives.  The 
institution  is  in  effect  giving  a depiction  of  the  desired  or  required  knowledge, 
skills  and  attributes  for  an  individual  in  a specific  position].  For  competence  to  be 
useful,  the  associated  competence  should  be  greater  than  the  observed 
performance  as  it  will  allow  the  individual  growth  towards  this  ‘ideal’. 

2.2  There  is  however  a risk  in  expressing  a required  competence  that  a current  or 
prospective  employee  should  adhere  to  in  the  future,  as  the  future  is,  by 
definition,  uncertain.  Managers  cannot  know  how  an  employee  will  perform  in  the 
future  nor  can  they  know  how  employees  that  they  did  not  select,  did  not 
promote,  did  not  award  a qualification  to,  might  perform. 

2.3  Moreover,  managers  do  not  make  their  expressions  in  a social  vacuum.  They  dp 
so  within  a social  context  in  which  there  are  various  actors,  various  stakeholder!, 

13  / ® 
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with  different  interest’s  accountabilities,  different  things  they  are  trying  to  achieve 
and  various  ways  in  which  others  will  hold  them  accountable.  If  managers  are 
selecting  employees  they  shall  similarly  have  to  justify  their  decisions  to  others. 
Relevance  thus  becomes  an  obvious  issue  that  affects  the  level  of  confidence  in 
such  a decision.  Various  human  resources  procedures  and  systems  need  to  be 
established  to  maintain  the  relevance  of  the  expression  of  competence  to  the 
requirements  of  the  employer.  Confidence  is  the  basis  on  which  the  various 
parties  implicated  in  the  decisions  and  actions  taken  within  a competence  system 
will  seek  to  account  to  others  for  those  decisions  and  actions. 

2.4  When  linking  a decision  that  a prospective  employee  / current  employee  are 
competent  the  communication  is  based  on  what  may  be  called  conventions  of 
assessment.  Some  common  understanding  is  achieved  by  which  a certain  set  of 
arrangements  become  socially  accepted  as  the  basis  for  linking  different 
contexts.  Contexts  differ,  in  particular  in  terms  of  time.  So  performance  in  the 
past  is  linked  to  future  situations  in  which  desired  performance  is  anticipated. 
This  linking  of  contexts  will  normally  involve  some  model,  some  way  of 
accounting  for  the  claimed  link.  The  DPLG  has  decided  on;- 

2.4.1  A managerial  competency  framework  as  an  expression  of  required 
managerial  competencies. 

2.4.2  Occupational  competency  profiles  as  expression  of  occupation  / post 
competency  requirements. 

3.  Compiling  the  Personal  Development  Plan  attached  as  the  Appendix  1 . 

3.1  The  aim  of  the  compilation  of  Personal  Development  Plans  (PDPs)  is  to  identify, 
prioritise  and  implement  training  needs 

3.2  The  Local  Government:  Municipal  Systems  Act:  Guidelines:  Generic  senior 
management  competency  framework  and  occupational  competency  profiles 
provides  comprehensive  information  on  the  relevance  of  items  2.4.1  and  2.4.2 
above  to  the  PDP  process.  The  Municipal  Finance  Management  Competency 
Regulations,  such  as  those  developed  by  the  National  Treasury  and  other  line 
sector  departments’  legislated  competency  requirements  need  also  be  taken  into 
consideration  during  the  PDP  process. 

3.3  The  assessment  results  of  a manager  against  the  minimum  requirements  contained 
in  the  managerial  competency  framework  and  occupational  competency  profiles  will 
assist  a manager,  in  consultation  with  his  / her  employee,  to  compile  a Personal 
Development  Plan  as  follows:- 

(a)  The  identified  training  needs  should  be  entered  into  column  1 of  the 
Appendix  1,  entitled  Skills  / Performance  Gap.  The  following  should  be 
carefully  determined  during  such  a process: 


a. 


Organisational  needs,  which  include  the  following: 
o Strategic  development  priorities  and  competency  requirements,  in 
line  with  the  municipality’s  strategic  objectives. 


o 


The  competency  requirements  of  individual  jobs.  The  relevant  job 
requirements  (job  competency  profile)  as  identified  in  the  job 
description  should  be  compared  to  the  current  competency  profile 


o Specific  competency  gaps  as  identified  during  the  probation 
period  and  performance  appraisal  of  the  employee, 
b.  Individual  training  needs  that  are  job  / career  related. 

(b)  Next,  the  prioritisation  of  the  training  needs  in  column  1 should  also  be 
determined  since  it  may  not  be  possible  to  address  all  identified  training  needs 
in  a specific  financial  year.  It  is  however  of  critical  importance  that  training  needs 
be  addressed  on  a phased  and  priority  basis.  This  implies  that  all  these  needs 
should  be  prioritized  for  purposes  of  accommodating  critical  / strategic  training 
and  development  needs  in  the  HR  Plan,  Personal  Development  Plans  and  the 
Workplace  Skills  Plan. 

(c)  Consideration  must  then  be  given  to  the  outcomes  expected  in  column  2 of 
the  Appendix  1,  so  that  once  the  intervention  is  completed  the  impact  it  had  can 
be  measured  against  relevant  output  indicators. 

(d) An  appropriate  intervention  should  be  identified  to  address  training  needs  / 
skills  gaps  and  the  outcome  to  be  achieved  but  with  due  regard  to  cost 
effectiveness.  These  interventions  should  be  listed  in  column  3 of  the 
Appendix  1,  entitied:  Suggested  training  and  / or  development  activity.  The 
training  / development  must  also  be  conducted  either  in  line  with  a recognised 
qualification  from  a tertiary  institution  or  unit  standards  registered  on  the  National 
Qualifications  Framework  (South  African  Qualifications  Authority),  which  could 
enable  the  trainee  to  obtain  recognition  towards  a qualification  for  training 
undertaken.  It  is  important  to  determine  through  the  Training  / Human  Resource 
Deveiopment  / Skills  Development  Unit  within  the  municipality  whether  unit 
standards  have  been  developed  with  regard  to  a specific  outcome  / skills  gap 
identified  (and  registered  with  the  South  African  Qualifications  Authority).  Unit 
standards  usuaily  have  measurable  assessment  criteria  to  determine  achieved 
competency.  There  is  more  detail  on  this  in  item  4 below. 

(e)  Guidelines  regarding  the  number  of  training  days  per  employee  and  the 
nominations  of  employees:  An  employee  should  on  average  receive  at  least 
five  days  of  training  per  financial  year  and  not  unnecessarily  be  withdrawn  from 
training  interventions. 


(f)  Column  4 of  the  Appendix  1:  The  suggested  mode  of  delivery  refers  to  the 
chosen  methodology  that  is  deemed  most  relevant  to  ensure  transfer  of  skills. 
The  training  / development  activity  should  impact  on  delivery  back  in  the 
workplace.  Mode  of  delivery  consists  of,  amongst  others,  self-study  [The  official 
takes  it  upon  him  / her  to  read  e.g.  legislation];  internal  or  external  training 
provision;  coaching  and  / or  mentoring  and  exchange  programmes,  etc. 


(g)  The  suggested  time  frames  column  5 of  the  Appendix  1 enable  managers  to 
effectively  plan  for  the  annum  e.g.  so  that  not  all  their  employees  are  away  from 
work  within  the  same  period  and  also  ensuring  that  the  PDF  is  implemented 
systematically. 


(h)  Work  opportunity  created  to  practice  skill  / development  areas,  in  column  6 
of  the  Appendix  1,  further  ensures  internalisation  of  information  gained  as  well 
as  return  on  investment  (not  just  a nice  to  have  skill  but  a necessary  to  have  skill 


that  is  used  in  the  workplace). 
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(i)  The  final  column,  column  7 of  the  Appendix  1,  provides  the  employee  with  a 
support  person  that  could  act  as  coach  or  mentor  with  regard  to  the  area  of 
learning. 

3.4  Personal  Development  Plans  are  compiled  for  individual  employees  and  the  data 
collated  from  all  employees  in  the  municipality  forms  the  basis  for  the  prescribed 
Workplace  Skills  Plan,  which  municipalities  are  required  to  compile  as  a basis  for  all 
training  and  education  activities  in  the  municipality,  in  a specific  financial  year  and 
report  on  progress  made  to  the  Local  Government  Sector  Education  and  Training 
Authority  (LGSETA). 

3.5  Funding  should  be  made  available  for  training,  education  and  development,  in  line 
with  the  Skills  Development  Act,  at  least  1%  of  the  personnel  budget  must  be 
earmarked  for  it.  Additional  funding  can  also  be  secured  in  terms  of  the  provisions 
of  the  Skills  Development  Levies  Act  from  the  LGSETA  if:- 

(a)  A Skills  Development  Facilitator  has  been  appointed. 

(b) The  Workplace  Skills  Plan  has  been  submitted. 

(c)  A submission,  including  a Business  Plan  is  submitted  for  additional  grants. 
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Criteria 

Description 

Generic  standards  for  'outstanding'  performance 

Strategic 
capability  and 
leadership 

Provides  a vision,  sets 
the  direction  for  the 
organization  and/or 
unit  and  inspires 
others  to  deliver  on 
the  organizational 
mandate 

• Develops  detailed  action  plans  to  execute  strategic  initiatives. 

• Assists  in  defining  performance  measures  to  evaluate  the 
success  of  strategies. 

• Achieves  strategic  objectives  against  specified  performance 
measures. 

• T ranslates  strategies  into  action  plans. 

• Secures  co-operation  from  colleagues  and  team  members. 

• Seeks  mutual  benefit/win-win  outcomes  for  all  concerned. 

• Supports  stakeholders  in  achieving  their  goals. 

• Inspires  staff  with  own  behaviour  - 'walks  the  talk'. 

• Manages  and  calculates  risks. 

• Communicates  strategic  plan  to  the  organization. 

• Utilizes  strategic  planning  methods  and  tools. 

Programme  and 

project 

management 

Plans,  manages, 
monitors  and 
evaluates  specific 
activities  in  order  to 
deliver  the  desired 
outputs  and 
outcomes. 

• Establishes  broad  stakeholder  involvement  and  communicates 
the  project  status  and  key  milestones. 

• Defines  roles  and  responsibilities  for  project  team  members 
and  clearly  communicates  expectations. 

• Balances  quality  of  work  with  deadlines  and  budget. 

• Identifies  and  manages  risks  to  the  project  by  assessing 
potential  risks  and  building  contingencies  into  project  plan. 

• Uses  computer  software  programmes. 

• Sets  and  manages  service  level  agreements  with  contractors. 

Financial 

management 

1 

I 

. 

Compiles  and 
manages  budgets, 
controls  cash  flow, 
institutes  risk 
management  and 
administers  tender 
procurement 
processes  in 
accordance  with 
generally  recognized 
financial  practices  in 
order  to  ensure  the 
achievement  of 
strategic 
organizational 
objectives. 

Demonstrates  knowledge  of  general  concepts  of  financial 
planning,  budgeting  and  forecasting  and  how  they  interrelate. 
Manages  and  monitors  financial  risk. 

Continuously  looks  for  new  opportunities  to  obtain  and  save 
funds. 

Prepares  financial  reports  and  guidelines  based  on  prescribed 
format. 

Understands  and  weighs  up  financial  implications  of 
propositions. 

Understands  analyses  and  monitors  financial  reports. 

Allocates  resources  to  established  goals  and  objectives. 

Aligns  expenditure  to  cash  flow  projections. 

Ensures  effective  utilization  of  financial  resources. 

Develops  corrective  measures/actions  to  ensure  alignment  of 
budget  to  financial  resources. 

• Prepares  own  budget  in  line  with  the  strategic  objectives  of  the 
organization 

\jr\ 


Change 

management 


Knowledge 

management 


Initiates,  supports  and 
champions 
organizational 
transformation  and 
change  in  order  to 
successfully 
implement  new 
initiatives  and  deliver 
on  service  delivery 
commitments. 


Obtains,  analyses  and 
promotes  the 
generation  and 
sharing  of  knowledge 
and  learning  in  order 
to  enhance  the 
collective  knowledge 
of  the  organization. 


Service  delivery 
innovation 


Champion’s  new  ways 
of  delivering  services 
that  contributes  to  the 
improvement  of 
organizational 
processes  in  order  to 
achieve  organizational 
goals. 


Performs  analysis  to  determine  the  impact  of  changes  in  the 
social,  political  and  economic  environment. 

Keeps  self  and  others  calm  and  focused  during  times  of 
change  or  ambiguity. 

Initiates,  supports  and  encourages  new  ideas. 

Volunteers  to  lead  change  efforts  outside  of  own  work  team. 
Consults  and  persuades  all  the  relevant  stakeholders  of  the 
need  for  change. 

Inspires  and  builds  commitment  within  own  area  for  the  change 
by  explaining  the  benefits  of  change,  and  the  process  of 
implementing  the  change. 

Coaches  colleagues  on  how  to  manage  change. 

Proactively  seeks  new  opportunities  for  change. 

Identifies  and  assists  in  resolving  resistance  to  change  with 
stakeholders. 

Designs  specific  projects  to  enable  change  that  is  aligned  to 
the  organizational  objectives. 

Uses  the  political,  legislative  and  regulatory  processes  of  the 
Public  Service  to  drive  and  implement  change  efforts. 

Uses  appropriate  information  systems  to  manage 
organizational  knowledge. 

Uses  modern  technology  to  stay  abreast  of  world  trends  and 
information. 

Evaluates  information  from  multiple  sources  and  uses 
information  to  influence  decisions. 

Creates  mechanisms  and  structures  for  sharing  of  knowledge 
in  the  organization. 

Uses  libraries,  researchers,  knowledge  specialists  and  other 
knowledge  bases  appropriately  to  improve  organizational 
efficiency. 

Promotes  the  importance  of  knowledge  sharing  within  own 
area. 

Adapts  and  integrates  information  from  multiple  sources  to 
create  innovative  knowledge  management  solutions. 

Nurtures  a knowledge-enabling  environment. 


Consults  clients  and  stakeholders  on  ways  to  improve  the 
delivery  of  services. 

Communicates  the  benefits  of  service  delivery  improvement 
opportunities  to  stakeholders. 

Identifies  internal  process  improvement  opportunities  to  SDI. 
Demonstrates  full  knowledge  of  principles  on  service  delivery 
innovations. 

Identifies  and  analyses  opportunities  where  innovative  ideas 
can  lead  to  improved  service  delivery. 

Creates  mechanisms  to  encourage  innovation  and  creativity 
within  functional  area  and  across  the  organization. 
Implements  innovative  service  delivery  options  in  owm 
department/organization.  I 
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Problem  solving 
and  analysis 


Systematically 
identifies  analyses 
and  resolves  existing 
and  anticipated 
problems  in  order  to 
reach  optimum 
solutions  in  a timely 
manner. 


People  Manages  and 

management  and  encourages  people, 
empowerment  optimizes  their  outputs 

and  effectively 
manages  relationships 
in  order  to  achieve 
organizational  goals. 


and  customer 
focus 


Communication 


Explains  potential  impact  of  problems  to  won  working 
environment. 

Demonstrates  logical  problem  solving  approach  and  provides 
rationale  for  proposed  solutions. 

Determines  root  causes  of  problems  and  evaluates  whether 
solutions  address  root  causes. 

Demonstrates  objectivity,  thoroughness,  insightfulness  and 
probing  behaviours  when  approaching  problems. 

Demonstrates  the  ability  to  break  down  complex  problems  into 
manageable  parts  and  identify  solutions. 

Seeks  opportunities  to  increase  personal  contribution  and  level 
of  responsibility. 

Supports  and  respects  the  individuality  of  others  and 
recognizes  the  benefits  of  diversity  of  ideas  and  approaches. 
Delegates  and  empowers  others  to  increase  contribution  and 
level  of  responsibility. 

Applies  labour  and  employment  legislation  and  regulations 
consistently. 

Facilitates  team  goal  setting  and  problem  solving. 

Recognizes  individuals  and  teams  and  provides  developmental 
feedback  in  accordance  with  performance  management 
principles. 

Adheres  to  internal  and  national  standards  with  regards  to  HR 
practices. 

Deals  with  labour  matters. 

Identifies  competencies  required  and  suitable  resources  for 
specific  tasks. 

Displays  personal  interest  in  the  well-being  of  colleagues. 

Able  to  manage  own  time  as  well  as  time  of  colleagues  and 
other  stakeholders. 

Manages  conflict  through  a participatory  transparent  approach. 


Willing  and  able  to 
deliver  services 
effectively  and 
efficiently  in  order  to 
put  the  spirit  of 
customer  service 
(Batho  Pele)  into 
practice. 

• Develops  clear  and  implementable  service  delivery 
improvement  programmes. 

• Identifies  opportunities  to  exceed  the  expectations  of 
customers. 

• Designs  internal  work  processes  to  improve  customer  service. 

• Adds  value  to  the  organization  by  providing  exemplary 
customer  service. 

• Applies  customer  rights  in  own  work  environment. 

Exchanges 
information  and  ideas 
in  a clear  and  concise 
manner  appropriate 
for  the  audience  in 
order  to  explain, 
persuade,  convince 
and  influence  others 
to  achieve  the  desired 
outcomes. 

• Expresses  ideas  to  individuals  and  groups  both  in  formal  and 
Informal  settings  in  an  interesting  and  motivating  way. 

• Receptive  to  alternative  viewpoints. 

• Adapts  communication  content  and  style  according  to  the 
audience,  including  managing  body  language  effectively. 

• Delivers  messages  in  a manner  that  gains  support, 
commitment  and  agreement. 

• Writes  well-structured  complex  documents. 

• Communicates  controversial  sensitive  messages  to  | 

stakeholders  tactfully.  | 

• Listens  well  and  is  receptive. 

• Encourages  participation  and  mutual  understanding. 

Honesty  and 
integrity 

Displays  and  builds 
the  highest  standards 
of  ethical  and  moral 
conduct  in  order  to 
promote  confidence 
and  trust  in  the  Public 
Service. 

• Conducts  self  in  accordance  with  organizational  code  of 
conduct. 

• Admits  won  mistakes  and  weaknesses  and  seeks  help  from 
others  were  unable  to  deliver. 

• Reports  fraud,  corruption,  nepotism  and  maladministration. 

• Honours  the  confidentiality  of  matters  and  does  not  use  it  for 
personal  gain  or  the  gain  of  others. 

• Discloses  conflict  of  interest’s  issues. 

• Establishes  trust  and  shows  confidence  in  others. 

• T reats  all  employees  with  equal  respect. 

• Undertakes  roles  and  responsibilities  in  a sincere  and  honest 
manner. 

• Incorporates  organizational  values  and  beliefs  into  daily  work. 

• Uses  work  time  for  organizational  matters  and  not  for  personal 
matters. 

• Shares  information  openly,  whilst  respecting  the  principle  of 
confidentiality. 

CORE  OCCUPATIONAL  COMPETENCIES  (COC) 

Criteria 

Description 

Generic  standards  for  'outstanding'  performance 

Interpretation  of 
and 

implementation 
within  the 
legislative  an 
national  policy 
frameworks 

The  ability  to 
implement,  manage 
and  oversee  the 
implementation  of 
legislation  and  policy 

• Implementing  and  overseeing  the  implementation  and 
enforcement  of  policies  and  Bylaws 

• Establishing  and  maintaining  a register  of  non-compliance  with 
legislative  requirements  and  regularly  reporting  these  to  the 
municipal  council  and  other  role  players.  For  example, 
instances  of  non-compliance  with  the  MFMA  are  required  to  be 
reported  to  the  National  Treasury 

• Regularly  monitor  and  report  to  the  municipal  council  on  the 
implementation  of  policies  and  compliance  with  legislative 
requirements 

• Regularly  reviewing  and,  where  necessary,  proposing  to  the 
municipal  council  amendment  of  policies  and  in  the  case  of  a 
municipality  also  By-laws  to  ensure  their  relevance  and 
alignment  with  the  strategies  and  goals 

• Monitor  and  ensure  enforcement  of  municipal  By-laws, 
including  penalties  and  fines  for  non-compliance,  within  the 
municipality’s  area  of  jurisdiction 

• Regularly  consider  the  impact  of  amendments  to  the 

Constitution,  national  and  provincial  legislation  and  policy,  and 
the  legislative  framework  governing  local  government  on  the 
municipality’s  By-laws  and  policies  j 
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Knowledge  of 
Performance 
Management  and 
Reporting 

The  ability  to  support 
the  implementation  of 
the  performance 
reporting  process  of 
the  municipality. 

• Knowledge  and  understanding  of  the  local  government 
legislative  framework  governing  performance  reporting. 

• Within  the  area  of  responsibility,  supporting,  implementing  and 
maintaining  the  performance  management  system.  In  the  case 
of  a municipal  entity  also  supporting  and  contributing  to  the 
regular  monitoring,  measuring,  reviewing  and  reporting  of  the 
entity’s  performance  to  its  parent  municipality 

• Contribute  to  the  timely  preparation,  submission  and 
publication  of  statutory  reports  relating  to  performance.  For 
example  the  annual  performance  report  (section  121(3)  and  (4) 
of  the  MFMA),  mid-year  performance  reporting  (sections  72  of 
the  MFMA)  of  a municipality  and  in  the  case  of  a municipal 
entity,  an  assessment  of  the  entity’s  performance  (section 

121(4)  of  the  MFMA),  mid-year  performance  reporting  (section 
88  of  the  MFMA),  etc. 

• Within  the  area  of  responsibility,  ensure  that  the  content  of 
performance  reporting  is  specific  (unambiguous),  measurable, 
accurate  and  valid,  reliable  and  time  specific. 

• Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  reports  to  understand  the  impact  on,  and  to  guide 
planning  in  respect  of,  strategies  and  goals  including  the 
implementation  of  the  budget  and  service  delivery  and  budget 
implementation  plan  (SDBIP)  and  policies. 

• Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  of  Service  delivery  mechanisms  (internal  and 
external)  and  outsourced  service  agreements  against 
performance  targets;  and 

• Within  the  municipality  , analyze  and  evaluate  the 
performance  of  each  of  its  municipal  entities  against  the 
service  level  agreement  and  performance  targets  for  that  entity 

• Within  the  area  of  responsibility,  ensuring  that  there  is  a link 
between  the  performance  indicators  and  targets  and  the 
integrated  development  plan  (IDP),  service  delivery  and  budget 
implementation  plan  (SDBIP)  and  the  individual  performance 
agreements  of  officials. 

• Within  the  area  of  responsibility,  ensuring  that  the 
remuneration  and  appraisal  system  is  performance  based  and 
that  all  performance  bonuses  are  only  awarded  after 
consideration  of  actual  performance  of  the  municipality  against 
the  performance  targets  for  a specific  period. 

• Regularly  benchmark  the  performance  of  the  area  of 
responsibility  against  the  performance  of  functions  of  similar 
and/or  comparable  municipalities  to  improve  and  guide  in  the 
planning  and  delivery  of  services. 

Knowledge  of  global  and  South  African 
specific  political,  social  and  economic 
contexts 

• Understanding  the  local  government  environment  (including 
legislative,  social,  political  and  economic)  and  the  ability  to 
analyze  the  financial  and  non-financial  impact  of  changes  in 
the  external  and  internal  environment  that  could  affect  the 
municipality/  municipal  entity  and  recognizing  when  this  A 
necessitates  change  i 

I 
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Competence  in  The  ability  to  guide, 
policy  support  and  contribute 

conceptualization  to  the  formulation  of 
, analysis  and  policy,  and  in  the  case 
implementation  of  a municipality  also 
By-laws 


Knowledge  of  more  than  one  functional 
municipal  field  / discipline 


Competence  as  Within  the  area  of 
required  by  other  responsibility,  the 


national  line 
sector 

departments 


ability  to  guide, 
establish  and  maintain 
appropriate 
stakeholder  relations. 


Exceptional  and 
dynamic 
creativity  to 
improve  the 
functioning  of  the 
municipality 


The  ability  to  guide  the 
management  of 
change  for  the 
municipality  within  the 
area  of  responsibility. 


• Excellent  verbal  communication  and  writing  skills  and  an  ability 
to  research  and  analyze  complex  information 

• Guiding  and  supporting  the  municipal  council  with  the  process 
of  adopting  policies  and  making  By-laws.  This  includes 
advising  council  on  the  financial  and  non-financial  impact  of 
proposed  policies  and  By-laws  OR  in  the  case  of  a municipal 
entity  guiding  and  supporting  the  board  of  directors  with  the 
process  of  adopting  policies  including  advising  on  the  financial 
and  non-financial  impact  of  proposed  policies 

• Overseeing  and  managing  the  administrative  aspects  of  the 
process  for  adopting  policies  and  in  the  case  of  a municipality 
also  making  By-laws. 

• Conceptualizing,  formulating  and  drafting  policies  and  in  the 
case  of  a municipality  also  By-laws  in  alignment  with  the 
integrated  development  plan  (IDP),  the  Constitution,  national 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government,  having  regard  to 
cooperative  government.  This  process  should  include 
consideration  of  and  alignment  with  existing  policies  and  By- 
laws and  be  within  budget  constraints. 

• Knowledge  and  understanding  of  the  municipality’s 

environment  (internal  and  external),  the  Constitution,  national 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government  as  well  as  the 
municipality’s  By-laws  and  policies. 

• Within  the  area  of  responsibility,  knowledge  and  understanding 
of  stakeholders  and  recognizing  the  varying  relations  required 
with  stakeholders  and  the  impact  on  the  municipality  and  the 
municipality’s  impact  on  its  stakeholders. 

• Within  the  area  of  responsibility,  establishing  and  maintaining 
effective  and  relevant  external  stakeholder  relations.  This  would 
include  relations  with  the  community,  local  businesses,  public 
benefit  organizations  and  other  spheres  of  government 
including  neighbouring  municipalities  and  relations  for  purposes 
of  external  service  delivery  mechanisms,  outsourced  service 
agreements,  etc  and,  in  the  case  of  a municipality,  Public- 
Private  Partnerships  (PPPs) 

• Within  the  area  of  responsibility,  ensuring  stakeholder 
consultation  (internal  and  external)  and  advising  the  accounting 
officer  on  stakeholder  consultation  as  envisaged  and  required 
by  the  Municipal  Systems  Act  and  the  MFMA.  This  includes 
managing  stakeholder  expectations. 

• Managing  and  implementing  change  management  within  the  area  of 
responsibility 

• The  ability  to  be  proactive  and  find  creative  and  innovative  solutions 
to  change 

• Consultation  with  and  management  of  various  stakeholders  particular 
to  the  change 

• Managing  and  resolving  any  resistance  to  change 

• Contributing  and  supporting  the  accounting  officer  with  the  alignment 

of  strategies  and  goals  with  the  need  for  change.  [ 
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PERFORMANCE  AGREEMENT 

INTERMSOFTHE:- 

LOCAL  GOVERNMENT:  MUNICIPAL  SYSTEMS  ACT, 

2000  (32  OF  2000),  AS  AMENDED 

LOCAL  GOVERNMENT:  MUNICIPAL  PERFORMANCE  REGULATION  FOR 
MUNICIPAL  MANAGERS  AND  MANAGERS  DIRECTLY  ACCOUNTABLE  TO 

MUNICIPAL  MANAGERS,  2006 

Entered  into  by  and  between 


PERFORMANCE  AGREEMENT 


ENTERED  INTO  BY  AND  BETWEEN: 

The  CITY  OF  MATLOSANA  herein  represented  by  ELIE  TSIETSI  MOTSEMME  (ID  NR.  6506135623080) 

in  his  capacity  as  the  MUNICIPAL  MANAGER  (hereinafter  referred  to  as  the  Employer)  and  SIPHO 
GIFT  MABUDA  (ID  NR.  6707285530089)  in  his  capacity  as  the  DIRECTOR  MACRO  CITY  PLANNING 
AND  DEVELOPMENT  of  the  Municipality  (hereinafter  referred  to  as  the  Employee). 


WHEREBY  IT  IS  AGREED  AS  FOLLOWS: 


1.  INTRODUCTION 

1.1  The  Employer  has  entered  into  a contract  of  employment  with  the  Employee  in  terms  of 
section  57(1  )(a)  of  the  Local  Government:  Municipal  Systems  Act  32  of  2000  (“the  Systems 
Act").  The  Employer  and  the  Employee  are  hereinafter  referred  to  as  “the  Parties”. 

1.2  Section  57(1)(b)  of  the  Systems  Act,  read  with  the  Contract  of  Employment  concluded 
between  the  parties,  requires  the  parties  to  conclude  an  annual  performance  agreement. 

1 .3  The  parties  wish  to  ensure  that  they  are  clear  about  the  goals  to  be  achieved,  and  secure  the 
commitment  of  the  Employee  to  a set  of  outcomes  that  will  secure  local  government  policy 
goals. 

1 .4  The  parties  wish  to  ensure  that  there  is  compliance  with  Sections  57(4A),  57(4B)  and  57(5)  of 
the  Systems  Act  and  Section  57(4C)  of  the  Systems  Amendment  Act. 


2.  PURPOSE  OF  THIS  AGREEMENT 

The  purpose  of  this  Agreement  is  to  - 

2.1  comply  with  the  provisions  of  Section  57(1)(b),(4A),(4B)  and  (5)  of  the  Systems  Act , Section 
57(4C)  of  the  Systems  Amendment  Act,  as  well  as  the  employment  contract  entered  into 
between  the  parties; 

2.2  specify  objectives  and  targets  defined  and  agreed  with  the  employee  and  to  communicate  to 
the  employee  the  employer’s  expectations  of  the  employee’s  performance  and 
accountabilities  in  alignment  with  the  Integrated  Development  Plan  (IDP),  Service  Delivery 
and  Budget  Implementation  Plan  (SDBIP)  and  the  Budget  of  the  municipality; 

2.3  specify  accountabilities  as  set  out  in  a performance  plan,  which  forms  an  Annexure  to  the 
Performance  Agreement; 

2.4  monitor  and  measure  performance  against  set  targeted  outputs; 

2.5  use  the  Performance  Agreement  as  the  basis  for  assessing  whether  the  employee  has  met 
the  performance  expectations  applicable  to  his  or  her  job; 

2.6  in  the  event  of  outstanding  performance,  to  appropriately  reward  the  employee;  and 

2.7  give  effect  to  the  employer’s  commitment  to  a performance-orientated  relationship  with  its 

employee  in  attaining  equitable  and  improved  service  delivery.  , 


3  COMMENCEMENT  AND  DURATION 


3.1  This  Agreement  will  commence  on  the  1 JULY  2012  and  will  remain  in  force  until  30  JUNE 
2013  thereafter  a new  Performance  Agreement,  Performance  Plan  and  Personal 
Development  Plan  shall  be  concluded  between  the  parties  for  the  next  financial  year  or  any 
portion  thereof. 

3.2  This  Agreement  will  terminate  on  the  termination  of  the  Employee’s  contract  of  employment. 

3.3  The  content  of  this  Agreement  may  be  revised  at  any  time  during  the  above-mentioned 
period  to  determine  the  applicability  of  the  matters  agreed  upon. 

3.4  If  at  any  time  during  the  validity  of  this  Agreement  the  work  environment  alters  (whether  as  a 
result  of  government  or  council  decisions  or  otherwise)  to  the  extent  that  the  contents  of  this 
Agreement  are  no  longer  appropriate,  the  contents  shall  immediately  be  revised. 


4 PERFORMANCE  OBJECTIVES 

4.1  The  Performance  Plan  (Annexure  A)  sets  out- 

4.1.1  the  performance  objectives  and  targets  that  must  be  met  by  the  Employee;  and 

4.1.2  the  time  frames  within  which  those  performance  objectives  and  targets  must  be  met. 

4.2  The  performance  objectives  and  targets  reflected  in  the  Performance  Plan  (Annexure  A)  are 
set  by  the  Employer  in  consultation  with  the  Employee  and  based  on  the  Integrated 
Development  Plan  (IDP),  Service  Delivery  and  Budget  Implementation  Plan  (SDBIP)  and  the 
Budget  of  the  Employer,  and  shall  include  key  objectives;  key  performance  indicators;  target 
dates  and  weightings. 

4.2.1  The  key  objectives  describe  the  main  tasks  that  need  to  be  done. 

4.2.2  The  key  performance  indicators  provide  the  details  of  the  evidence  that  must  be 
provided  to  show  that  a key  objective  has  been  achieved. 

4.2.3  The  target  dates  describe  the  timeframe  in  which  the  work  must  be  achieved. 

4.2.4  The  weightings  show  the  relative  importance  of  the  key  objectives  to  each  other. 

4.3  The  Employee’s  performance  will,  in  addition,  be  measured  in  terms  of  contributions  to  the 
goals  and  strategies  set  out  in  the  Employer's  Integrated  Development  Plan. 

5 PERFORMANCE  MANAGEMENT  SYSTEM 

5.1  The  Employee  agrees  to  participate  in  the  performance  management  system  that  the 
Employer  adopts  or  introduces  for  the  Employer,  management  and  municipal  staff  of  the 
Employer. 

5.2  The  Employee  accepts  that  the  purpose  of  the  performance  management  system  will  be  to 
provide  a comprehensive  system  with  specific  performance  standards  to  assist  the 
Employer,  management  and  municipal  staff  to  perform  to  the  standards  required. 

5.3  The  Employer  will  consult  the  Employee  about  the  specific  performance  standards  that  will 
be  included  in  the  performance  management  system  as  applicable  to  the  Employee. 
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5.4  The  Employee  undertakes  to  actively  focus  towards  the  promotion  and  implementation  of  the 
KPAs  (including  special  projects  relevant  to  the  employee’s  responsibilities)  within  the  local 
government  framework. 

5.5  The  criteria  upon  which  the  performance  of  the  Employee  shall  be  assessed  shall  consist  of 
two  components,  both  of  which  shall  be  contained  in  the  Performance  Agreement. 

5.5.1  The  Employee  must  be  assessed  against  both  components,  with  a weighting  of 
80:20  allocated  to  the  Key  Performance  Areas  (KPAs)  and  the  Core  Competency 
Requirements  (CCRs)  respectively. 

5.5.2  Each  area  of  assessment  will  be  weighted  and  will  contribute  a specific  part  to  the 
total  score. 

5.5.3  KPAs  covering  the  main  areas  of  work  will  account  for  80%  and  CCRs  will  account 
for  20%  of  the  final  assessment. 

5.6  The  Employee’s  assessment  will  be  based  on  his  / her  performance  in  terms  of  the  outputs 
/ outcomes  (performance  indicators)  identified  as  per  attached  Performance  Plan  (Annexure  A), 
which  are  linked  to  the  KPA’s,  and  will  constitute  80%  of  the  overall  assessment  result  as  per  the 
weightings  agreed  to  between  the  Employer  and  Employee; 


Key  Performance  Areas  (KPA’s) 

Weighting 

Service  Delivery  & Infrastructure  Development 

0.00% 

Municipal  Institutional  Development  and  Transformation 

0.00% 

Local  Economic  Development  (LED) 

31.82% 

Municipal  Financial  Viability  and  Management 

27.27% 

Good  Governance  and  Public  Participation 

40.91% 

Total 

100.00% 

5.7  In  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  key  performance 
areas  related  to  the  functional  area  of  the  relevant  manager  must  be  subject  to  negotiation 
between  the  municipal  manager  and  the  relevant  manager. 

5.8  The  CCRs  will  make  up  the  other  20%  of  the  Employee’s  assessment  score.  CCRs  that  are 
deemed  to  be  most  critical  for  the  Employee’s  specific  job  should  be  selected  (V)  from  the  list 
below  as  agreed  to  between  the  Employer  and  Employee. 


CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 

CORE  MANAGERIAL  COMPETENCIES  (CMC) 

V 

WEIGHT 

Strategic  Capability  and  Leadership 

V 

5% 

Programme  and  Project  Management 

V 

5% 

Financial  Management 

V 

15% 

Change  Management 

Knowledge  Management 

V 

5% 

Service  Delivery  Innovation 

V 

5% 

Problem  Solving  and  Analysis 

V 

5% 

People  Management  and  Empowerment 

V 

5% 

Client  Orientation  and  Customer  Focus 

V 

10% 

CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 

CORE  MANAGERIAL  COMPETENCIES  (CMC) 

V 

WEIGHT 

Communication 

^l 

5% 

Honesty  and  Integrity 

V 

5% 

CORE  OCCUPATIONAL  COMPETENCIES  (COC) 

Competence  in  Self  Management 

V 

5% 

Interpretation  of  and  implementation  within  the 
legislative  an  national  policy  frameworks 

V 

5% 

Knowledge  of  Performance  Management  and 

Reporting 

V 

5% 

Knowledge  of  global  and  South  African  specific 
political,  social  and  economic  contexts 

Competence  in  policy  conceptualisation,  analysis  and 
implementation 

V 

5% 

Knowledge  of  more  than  one  functional  municipal  field 
/ discipline 

V 

5% 

Skills  in  Mediation 

Skills  in  Governance 

V 

5% 

Competence  as  required  by  other  national  line  sector 
departments 

Exceptional  and  dynamic  creativity  to  improve  the 
functioning  of  the  municipality 

V 

5% 

TOTAL 

100% 

6.  EVALUATING  PERFORMANCE 


6.1  The  Performance  Plan  (Annexure  A)  to  this  Agreement  sets  out  - 

6.1 .1  the  standards  and  procedures  for  evaluating  the  Employee’s  performance;  and 

6.1.2  the  intervals  for  the  evaluation  of  the  Employee's  performance. 

6.2  Despite  the  establishment  of  agreed  intervals  for  evaluation,  the  Employer  may  in  addition 
review  the  Employee’s  performance  at  any  stage  while  the  contract  of  employment  remains  in 
force. 

6.3  Personal  growth  and  development  needs  identified  during  any  performance  review  discussion 
must  be  documented  in  a Personal  Development  Plan  as  well  as  the  actions  agreed  to  and 
implementation  must  take  place  within  set  time  frames. 

6.4  The  Employee’s  performance  will  be  measured  in  terms  of  contributions  to  the  goals 
and  strategies  set  out  in  the  Employer’s  SDBIP. 

6.5  The  annual  performance  appraisal  will  involve: 

6.5.1  Assessment  of  the  achievement  of  results  as  outlined  in  the  Performance  Plan: 


(a) 


(b) 


Each  KPA  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  or  performance  indicators  have  been  met  and  with  due  regard  to  ad 
hoc  tasks  that  had  to  be  performed  under  the  KPA. 

An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  KPA. 
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(c)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.3  below) 
must  then  be  used  to  add  the  scores  and  calculate  a final  KPA  score. 


6.5.2  Assessment  of  the  CCRs 

(a)  Each  CCR  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  have  been  met. 

(b)  An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  CCR. 

(c)  This  rating  should  be  multiplied  by  the  weighting  given  to  each  CCR  during  the 
contracting  process,  to  provide  a score. 

(d)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.1)  must  then 
be  used  to  add  the  scores  and  calculate  a final  CCR  score. 

6.5.3  Overall  rating 

An  overall  rating  is  calculated  by  using  the  applicable  assessment-rating  calculator.  Such 

overall  rating  represents  the  outcome  of  the  performance  appraisal. 


6.6  The  assessment  of  the  performance  of  the  Employee  will  be  based  on  the  following 
rating  scale  for  KPA’s  and  CCRs: 


Level 

Terminology 

Description 

Rating 

1 2 1 3 1 4 1 5““ 

5 

Outstanding 

performance 

Performance  far  exceeds  the  standard 
expected  of  an  employee  at  this  level.  The 
appraisal  indicates  that  the  Employee  has 
achieved  above  fully  effective  results  against 
all  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan 
and  maintained  this  in  all  areas  of 
responsibility  throughout  the  year. 

4 

Performance 

significantly 

above 

expectations 

Performance  is  significantly  higher  than  the 
standard  expected  in  the  job.  The  appraisal 
indicates  that  the  Employee  has  achieved 
above  fully  effective  results  against  more  than 
half  of  the  performance  criteria  and  indicators 
and  fully  achieved  all  others  throughout  the 
year. 

3 

Fully  effective 

Performance  fully  meets  the  standards 
expected  in  all  areas  of  the  job.  The  appraisal 
indicates  that  the  Employee  has  fully 
achieved  effective  results  against  all 
significant  performance  criteria  and  indicators 
as  specified  in  the  PA  and  Performance  Plan. 
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Level 

Terminology 

Description 

Rating 

1 2 3 4 5 

2 

Not  fully  effective 

Performance  is  below  the  standard  required 
for  the  job  in  key  areas.  Performance  meets 
some  of  the  standards  expected  for  the  job. 
The  review/assessment  indicates  that  the 
employee  has  achieved  below  fully  effective 
results  against  more  than  half  the  key 
performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 

1 

Unacceptable 

performance 

Performance  does  not  meet  the  standard 
expected  for  the  job.  The  review/assessment 
indicates  that  the  employee  has  achieved 
below  fully  effective  results  against  almost  all 
of  the  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 
The  employee  has  failed  to  demonstrate  the 
commitment  or  ability  to  bring  performance  up 
to  the  level  expected  in  the  job  despite 
management  efforts  to  encourage 

improvement. 

6.7  For  purposes  of  evaluating  the  annual  performance  of  the  Municipal  Manager,  an  evaluation 
panel  constituted  of  the  following  persons  must  be  established:- 

6.7.1  Executive  Mayor; 

6.7.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.7.3  Member  of  the  Mayoral  Committee; 

6.7.4  Mayor  and/or  Municipal  Manager  from  another  municipality;  and 

6.7.5  Member  of  a ward  committee  as  nominated  by  the  Executive  Mayor. 

6.8  For  purposes  of  evaluating  the  annual  Performance  of  Managers  directly  accountable  to  the 

Municipal  Manager,  an  evaluation  panel  constituted  of  the  following  persons  must  be 
established:- 

6.8.1  Municipal  Manager; 

6.8.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.8.3  Municipal  Manager  from  another  municipality. 

6.9  The  Manager  responsible  for  Human  Resources  of  the  municipality  must  provide  secretariat 

services  to  the  evaluation  panels  referred  to  in  paragraphs  6.7  and  6.8. 


7.  SCHEDULE  FOR  PERFORMANCE  REVIEWS 


7.1  The  performance  of  each  Employee  in  relation  to  his  / her  performance  agreement  shall  be 
reviewed  on  the  following  dates  with  the  understanding  that  reviews  in  the  first  and  third  quarter 
may  be  verbal  if  performance  is  satisfactory: 


First  quarter 
Second  quarter 
Third  quarter 
Fourth  quarter 


July  - September  2012 
October  - December  2012 
January  - March  2013 
April  - June  2013 
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7.2  The  Employer  shall  keep  a record  of  the  mid-year  review  and  annual  assessment  meetings. 

7.3  Performance  feedback  shall  be  based  on  the  Employer’s  assessment  of  the  Employee's 
performance. 

7.4  The  Employer  will  be  entitled  to  review  and  make  reasonable  changes  to  the  provisions  of 
(Annexure  A)  from  time  to  time  for  operational  reasons.  The  Employee  will  be  fully  consulted 
before  any  such  change  is  made. 

7.5  The  Employer  may  amend  the  provisions  of  (Annexure  A)  whenever  the  performance 
management  system  is  adopted,  implemented  and  / or  amended  as  the  case  may  be.  In  that 
case  the  Employee  will  be  fully  consulted  before  any  such  change  is  made. 


8.  DEVELOPMENTAL  REQUIREMENTS 

The  Personal  Development  Plan  (PDP)  for  addressing  developmental  gaps  is  attached  as  (Annexure 

B). 


9.  OBLIGATIONS  OF  THE  EMPLOYER 

9.1  The  Employer  shall  - 

9.1 .1  create  an  enabling  environment  to  facilitate  effective  performance  by  the  employee; 

9.1.2  provide  access  to  skills  development  and  capacity  building  opportunities; 

9.1.3  work  collaboratively  with  the  Employee  to  solve  problems  and  generate  solutions  to 
common  problems  that  may  impact  on  the  performance  of  the  Employee; 

9.1.4  on  the  request  of  the  Employee  delegate  such  powers  reasonably  required  by  the 
Employee  to  enable  him  / her  to  meet  the  performance  objectives  and  targets 
established  in  terms  of  this  Agreement;  and 

9.1.5  make  available  to  the  Employee  such  resources  as  the  Employee  may  reasonably 
require  from  time  to  time  to  assist  him  / her  to  meet  the  performance  objectives  and 
targets  established  in  terms  of  this  Agreement. 


10.  CONSULTATION 


10.1  The  Employer  agrees  to  consult  the  Employee  timeously  where  the  exercising  of  the  powers 
will  have  amongst  others  - 

10.1.1  a direct  effect  on  the  performance  of  any  of  the  Employee's  functions; 

10.1.2  commit  the  Employee  to  implement  or  to  give  effect  to  a decision  made  by  the 
Employer;  and 

10.1 .3  a substantial  financial  effect  on  the  Employer. 


10.2  The  Employer  agrees  to  inform  the  Employee  of  the  outcome  of  any  decisions  taken 
pursuant  to  the  exercise  of  powers  contemplated  in  10.1  as  soon  as  is  practicable  to  enable 
the  Employee  to  take  any  necessary  action  without  delay. 
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11.  MANAGEMENT  OF  EVALUATION  OUTCOMES 


11.1  The  evaluation  of  the  Employee’s  performance  will  form  the  basis  for  rewarding  outstanding 
performance  or  correcting  unacceptable  performance. 

11.2  A performance  bonus  of  between  5%  to  14%  of  the  all-inclusive  annual  remuneration 
package  may  be  paid  to  the  Employee  in  recognition  of  outstanding  performance  to  be 
constituted  as  follows: 

11.2.1 


Performance  Score 

Performance  Bonus  Percentage 

From 

To 

130% 

133% 

5% 

134% 

137% 

6% 

138% 

141% 

7% 

142% 

145% 

8% 

146% 

149% 

9% 

150% 

153% 

10% 

154% 

157% 

11% 

158% 

161% 

12% 

162% 

165% 

13% 

166% 

169% 

14% 

11.3  In  the  case  of  unacceptable  performance,  the  Employer  shall  - 

11.3.1  provide  systematic  remedial  or  developmental  support  to  assist  the  Employee  to 
improve  his  or  her  performance:  and 

11.3.2  after  appropriate  performance  counselling  and  having  provided  the  necessary 
guidance  and/  or  support  as  well  as  reasonable  time  for  improvement  in 
performance,  the  Employer  may  consider  steps  to  terminate  the  contract  of 
employment  of  the  Employee  on  grounds  of  unfitness  or  incapacity  to  carry  out  his  or 
her  duties. 


12.  DISPUTE  RESOLUTION 


12.1  Any  disputes  about  the  nature  of  the  Employee’s  performance  agreement,  whether  it  relates 
to  key  responsibilities,  priorities,  methods  of  assessment  and/  or  any  other  matter  provided 
for,  shall  be  mediated  by  - 

12.1.1  the  MEG  for  local  government  in  the  province  within  thirty  (30)  days  of  receipt  of  a 
formal  dispute  from  the  Employee;  or 

12.1.2  any  other  person  appointed  by  the  MEG. 

12.1.3  In  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  a member  of 
the  municipal  council,  provided  that  such  member  was  not  part  of  the  evaluation 
panel  provided  for  in  sub-regulation  27(4)(e)  of  the  Municipal  Performance 
Regulations,  2006,  within  thirty  (30)  days  of  receipt  of  a formal  dispute  from  the 
employee; 


whose  decision  shall  be  final  and  binding  on  both  parties. 

12.2  In  the  event  that  the  mediation  process  contemplated  above  fails,  clause  21.3  of  the  G^ntract 
of  Employment  shall  apply. 


rv 


Vn 


13.  GENERAL 


13.1  The  contents  of  this  agreement  and  the  outcome  of  any  review  conducted  in  terms  of 
Annexure  A may  be  made  available  to  the  public  by  the  Employer. 

13.2  Nothing  in  this  agreement  diminishes  the  obligations,  duties  or  accountabilities  of  the 
Employee  in  terms  of  his/  her  contract  of  employment,  or  the  effects  of  existing  or  new 
regulations,  circulars,  policies,  directives  or  other  instruments. 

13.3  The  performance  assessment  results  of  the  Directors  must  be  submitted  to  the  municipal 
council  within  fourteen  (14)  days  after  the  conclusion  of  the  assessment. 


14.  PERFORMANCE  APPRAISALS 

14.1  The  Employee  will  be  responsible  for  developing  annual  performance  work  plans  and 
conducting  performance  appraisals  with  all  staff  in  the  Directorate  as  stipulated  in  Section  5 
of  the  201 1 Performance  Management  System  Framework  and  Policy  document. 


Thus  done  and  signed  at  KLERKSDORP  on  this  the. . . . day  of  JUNE  2012. 


Thus  done  and  signed  at  KLERKSDORP  on  this  the...?...  day  of  JUNE  2012. 


AS  WITNESSES: 


2. 
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DIRECTOR:  MACRO  CITY 
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SG  MABUDA 
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DIRECTORATE  MACRO  CITY  PLANNING  AND  DEVELOPMENT 


DIRECTOR  MACRO  CITY  PLANNING  AND  DEVELOPMENT 


I DP  PROJECTS 


Project  Id. 

Vote  Nr 

Itern  Nr, 
(Section) 

LliBiiliBli 

Performance 

t||ir||fj®U 

IBIilyiBliiMlIiliB 

Indicators  (KPI) 

1 

IDP-MIG 
Grant  - Roll 
Over 

208515  401  0309 

LED2 

Local  Economic 
Development 

4.54% 

To  build  flea  market 
shelters  to  create 
sustainable  SMME's 

Number  of  m^  hawkers 
shelters  built 

Building  ±18m2  food  stalls  in 
Klerksdorp  for  10 
entrepreneurs  at  a cost  of 

R1, 000, 000  by  June  2013 
(phase  3) 

1 

z: 

LED3 

Local  Economic 
Development 

4.54% 

To  conduct  township 
regeneration  studies  to 
enhance  job  creation 

Number  of  feasibility 
and  viability  studies 
conducted  for 
economic  analysis 

Conducting  5 feasibility  and 
viability  studies  for  economic 
analysis  in  Jouberton, 
Alabama,  Kanana,  Khuma 
and  Tigane  at  a cost  of 

R3, 000, 000  by  June  2013 

^ 

Project  ID, 

Vote  Nr 

Item  Nr. 
(Section) 

illllllllli 

|P|ffo||n||||| 

IlilBliiil 

Weighting 

jplllliilllf  If 

III 

nil 

National 

KPI 

z 

LED4 

Local  Economic 
Development 

4.54% 

Jobs  created  (National 
Key  Performance 
Indicator) 

Number  of  permanent 
and  jobs  exceeding  3 
months  jobs  created 

Creating  1 ,200  permanent 
and  jobs  exceeding  3 months 
through  the  Municipality's 
local  economic  development 
initiatives  including  capital 
projects  by  June  2013 

Operational 

z 

LED6 

Local 

Economic 

Development 

4.54% 

To  implement 
cooperatives  in  all 
wards  to  comply  with 
legislation 

Number  of 
cooperatives 
established  and 
functional 

35  Cooperatives  (1  per  ward) 
in  KOSH  area  established  by 
June  2013 

Operational 

z 

LED7 

Local  Economic 
Development 

4.54% 

To  revise  the  LED 
strategy  to  comply  with 
legislation 

LED  Strategy  revised 

Revising  the  LED  Strategy  by 
March  2013 

Operational 

z 

LED8 

Local  Economic 
Development 

4.54% 

To  ensure  alignment 
between  LED 
strategies  and  PGDS  to 
comply  with  legislation 

LED  strategy  and  plans 
aligned 

LED  strategy  and  plans  are 
aligned  with  PGDS  by  March 
2013 

Operational 

z 

LED9 

Good 

Governance 
and  Public 
Participation 

4.54% 

( 

1 

To  conduct  1 

aonsultations  meeting  < 
io  assist  SMME's  ( 

Number  of  LED 
consultation  meetings 
conducted  with 
stakeholders 

Conducting  12  LED 
consultation  meetings  with 
stakeholders  by  June  2013 

DIRECTORATE  MACRO  CITY  PLANNING  AND  DEVELOPMENT 


Operational 

z 

LED10 

Local 

Economic 

Development 

4.54% 

To  conduct  workshops 
to  assist  SMME's 

Number  of  SMME 
workshops  conducted 
to  capacitate  SMME's 

Conducting  4 SMME 
workshops  to  capacitate 
SMME's  by  June  2013 

Operational 

208505105360 

3 

CBM1 

Municipal 
Financial 
Viability  & 
Management 

4.54% 

To  do  city  marketing  to 
promote  the  city 

R value  spent  on 
marketing  activities 

Spending  R706,894  on 
marketing  according  to 
marketing  strategy  plan  by 
June  2013 

Opera-tonal 

z 

COM1 

Good  Governance 
and  Public 
Participation 

4.54% 

To  revise  the 
Communication  Policy 
to  create  internal  and 
external  awareness  on 
corporate 
communication 

Access  to  Information 
Policy  revised 

Revising  of  the  Access  to 
Information  Policy  by  March 
2013 

Opera-tonal 

z 

COM2 

Good  Governance 
and  Public 
Participation 

4.54% 

To  approve  the 
Communication  Policy 
to  create  Internal  and 
external  awareness  on 
corporate 
communication 

Media  Relations  Policy 
approved 

Approving  of  the  Media 
Relations  Policy  by  December 
2012 

Opera-tonal 

z 

COM3 

Good  Governance 
and  Public 
Participation 

4.54% 

Events  Management 
Policy  approved 

Approving  of  the  Events 
Management  Policy  by 
December  2012 

Opera-tonal 

z 

COM4 

Good  Governance 
and  Public 
Participation 

4.54% 

To  revise 

Communication  Policy 
to  create  internal  and 
external  awareness  on 
corporate 
communication 

Crises  Communication 
Policy  revised 

Revising  of  the  Crises 
Communication  Policy  by 
December  2012 

Opera-tonal 

z 

COM5 

Good  Governance 
and  Public 
Participation 

4.54% 

City  Branding  Policy 
revised 

Revising  of  the  City  Branding 
Policy  by  December  2012 

Opera-tonal 

5 

z: 

COM6 

Good 

Governance 
and  Public 
Participation 

4.54% 

To  distribute  interna!  & 
external  newsletters  to 
ensure  transparency 
with  Council  affairs 

Number  of  internal 
communiques 
compiled  & distributed 
to  all  employees  of 
Council 

Compiling  & Distributing  4 
internal  communiqu6s  to  all 
employees  of  Council  by  June 
2013 

Opera-tonal 

1 

z 

COM7 

Good  Governance 
and  Public 
Participation 

4.54% 

Number  of  external 
publications  compiled  & 
distributed  regarding 
Council  affairs  to  the 
community 

Compiling  & Distributing  4 
external  publications 
regarding  Council  affairs  to 
the  community  by  June  2013 

Compli- 

ance 

( 

z 

zom 

Good 

Governance  and 
Public 

Participation 

4.54% 

I 

To  draft  the  ' 

Communication  i 

strategy  to  comply  with 
legislation 

Communication 

Strategy  drafted  i 

Drafting  a Communication 
Strategy  by  August  2012 

DIRECTORATE  MACRO  CITY  PLANNING  AND  DEVELOPMENT 


Operational 

208005  227 
5110 

FPM1 

Municipal 
Financial 
Viability  & 
Management 

4.54% 

To  collect  income  to 
ensure  effective 
financial  viability 

Totai  income  collected 
from  rental  estate 

Total  income  of  R908,348 
collected  from  rental  estate  by 
June  2013 

Operational 

208005  230 
1520 

FPM2 

Municipal 
Financial 
Viability  & 
Management 

4.54% 

Total  Income  collected 
from  ripening  rooms 

Total  income  of  R671 ,926 
collected  from  ripening  & 
cooling  rooms  by  June  2013 

Operational 

208005  221 
3601 

FPM3 

Municipal 
Financial 
Viability  & 
Management 

4.54% 

Total  Income  collected 
from  market  dues 

Total  income  of  R1 4, 901, 591 
collected  from  market  dues  by 
June  2013 

Operational 

208005  227 
5131 

FPM4 

Municipal 
Financial 
Viability  & 
Management 

4.54% 

Total  income  collected 
from  rental  of  carraige 

Total  income  of  R75,521 
collected  from  rental  of 
carriage  by  June  2013 

Operational 

208005  230 
5412 

FPM5 

Municipal 
Financial 
Viability  & 
Management 

4.54% 

Total  income  collected 
from  agent  selling 
transaction  fees 

Total  income  of  R61 ,083 
collected  from  agent  selling 
transaction  fees  by  June  2013 

22  100.00% 
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Period  1 July  2012  to  30  June  2013 


12 


Explanatory  Notes  to  the  Personal  Development  Plan 
1.  Introduction 

1.1  A Municipality  should  be  committed  to  - 

(a)  the  continuous  training  and  development  of  its  employees  to  achieve  its  vision, 
mission  and  strategic  objectives  and  empower  employees:  and 

(b)  managing  training  and  development  within  the  ambit  of  relevant  national  policies 
and  legislation. 

1.2  A Municipality  should  follow  an  integrated  approach  to  Human  Resource  Development, 
that  is: 


(a)  Human  resource  development  should  form  an  integral  part  of  human  resource 
planning  and  management. 

(b)  In  order  for  a municipality’s  training  and  development  strategy  and  plans  to  be 
successful  it  should  be  based  on  sound  Human  Resource  (HR)  practices,  such 
as  the  (strategic)  HR  Plan,  job  descriptions,  the  result  of  regular  performance 
appraisals,  career  pathing,  scarce  skills  an  talent  management  and  succession 
planning. 

(c)  To  ensure  the  necessary  linkage  with  performance  management,  the 
municipality’s  Performance  Management  and  Development  System  should 
provide  for  the  Personal  Development  Plans  of  employees  to  be  included  in  their 
annual  Performance  Agreements.  Such  approach  will  ensure  the  alignment  of 
individual  performance  objectives  to  the  municipality’s  strategic  objectives,  and 
that  training  and  development  needs  are  also  identified  during  the  performance 
management  and  appraisal  process. 

(d)  Career-pathing  and  succession  planning  ensures  that  employees  are  placed  and 
developed  in  jobs  according  to  aptitude  and  identified  potential  and  through 
training  and  development  acquire  the  necessary  competencies  to  prepare  them 
for  future  positions.  Scarce  skills  and  talent  management  also  requires 
appropriate  training,  education  and  development  interventions. 

2.  Competence  Modeling 

2. 1 What  does  an  institution  mean  when  it  says  an  employee  / prospective  employee 
is  competent  if  he  / she  fit  a managerial  competency  framework  or  occupational 
competency  profile?  The  institution  is  in  fact  expressing  competence  as  a 
future-oriented  ideal  that  they  require  to  achieve  their  strategic  objectives.  The 
institution  is  in  effect  giving  a depiction  of  the  desired  or  required  knowledge, 
skills  and  attributes  for  an  individual  in  a specific  position].  For  competence  to  be 
useful,  the  associated  competence  should  be  greater  than  the  observed 
performance  as  it  will  allow  the  individual  growth  towards  this  ‘ideal’. 


2.2 


2.3 


There  is  however  a risk  in  expressing  a required  competence  that  a current  or 
prospective  employee  should  adhere  to  in  the  future,  as  the  future  is,  by 
definition,  uncertain.  Managers  cannot  know  how  an  employee  will  perform  in  the 
future  nor  can  they  know  how  employees  that  they  did  not  select,  did  not 
promote,  did  not  award  a qualification  to,  might  perform. 


Moreover,  managers  do  not  make  their  expressions  in  a social  vacuum.  They  do 


so  within  a social  context  in  which  there  are  various  actors,  various  stakeholders,  | 

Al 
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with  different  interest’s  accountabilities,  different  things  they  are  trying  to  achieve 
and  various  ways  in  which  others  will  hold  them  accountable.  If  managers  are 
selecting  empioyees  they  shaii  similarly  have  to  justify  their  decisions  to  others. 
Relevance  thus  becomes  an  obvious  issue  that  affects  the  level  of  confidence  in 
such  a decision.  Various  human  resources  procedures  and  systems  need  to  be 
established  to  maintain  the  reievance  of  the  expression  of  competence  to  the 
requirements  of  the  empioyer.  Confidence  is  the  basis  on  which  the  various 
parties  impiicated  in  the  decisions  and  actions  taken  within  a competence  system 
wiii  seek  to  account  to  others  for  those  decisions  and  actions. 

2.4  When  iinking  a decision  that  a prospective  employee  / current  employee  are 
competent  the  communication  is  based  on  what  may  be  called  conventions  of 
assessment.  Some  common  understanding  is  achieved  by  which  a certain  set  of 
arrangements  become  sociaily  accepted  as  the  basis  for  linking  different 
contexts.  Contexts  differ,  in  particular  in  terms  of  time.  So  performance  in  the 
past  is  iinked  to  future  situations  in  which  desired  performance  is  anticipated. 
This  iinking  of  contexts  wiil  normally  involve  some  model,  some  way  of 
accounting  for  the  claimed  link.  The  DPLG  has  decided  on:- 

2.4.1  A managerial  competency  framework  as  an  expression  of  required 
manageriai  competencies. 

2.4.2  Occupationai  competency  profiles  as  expression  of  occupation  / post 
competency  requirements. 

3.  Compiling  the  Personal  Development  Plan  attached  as  the  Appendix  1 . 

3.1  The  aim  of  the  compilation  of  Personal  Development  Plans  (PDPs)  is  to  identify, 
prioritise  and  impiement  training  needs 

3.2  The  Local  Government:  Municipal  Systems  Act:  Guidelines:  Generic  senior 
management  competency  framework  and  occupational  competency  profiles 
provides  comprehensive  information  on  the  reievance  of  items  2.4.1  and  2.4.2 
above  to  the  PDP  process.  The  Municipal  Finance  Management  Competency 
Regulations,  such  as  those  developed  by  the  National  Treasury  and  other  line 
sector  departments’  legislated  competency  requirements  need  also  be  taken  into 
consideration  during  the  PDP  process. 

3.3  The  assessment  resuits  of  a manager  against  the  minimum  requirements  contained 
in  the  managerial  competency  framework  and  occupational  competency  profiles  will 
assist  a manager,  in  consuitation  with  his  / her  employee,  to  compile  a Personal 
Development  Plan  as  follows:- 

(a)  The  identified  training  needs  should  be  entered  into  column  1 of  the 
Appendix  1,  entitled  Skills  / Performance  Gap.  The  following  should  be 
carefully  determined  during  such  a process: 

a.  Organisational  needs,  which  include  the  following: 

o Strategic  deveiopment  priorities  and  competency  requirements,  in 
line  with  the  municipality’s  strategic  objectives, 
o The  competency  requirements  of  individual  jobs.  The  relevant  job 
requirements  (job  competency  profile)  as  identified  in  the  job 
description  shouid  be  compared  to  the  current  competency  profile 
of  the  employee  to  determine  the  individual’s  competency  gaps. 
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o Specific  competency  gaps  as  identified  during  the  probation 
period  and  performance  appraisal  of  the  employee, 
b.  Individual  training  needs  that  are  job  / career  related. 

(b)  Next,  the  prioritisation  of  the  training  needs  in  column  1 should  also  be 
determined  since  it  may  not  be  possible  to  address  all  identified  training  needs 
in  a specific  financial  year.  It  is  however  of  critical  importance  that  training  needs 
be  addressed  on  a phased  and  priority  basis.  This  implies  that  all  these  needs 
should  be  prioritized  for  purposes  of  accommodating  critical  / strategic  training 
and  development  needs  in  the  HR  Plan,  Personal  Development  Plans  and  the 
Workplace  Skills  Plan. 

(c)  Consideration  must  then  be  given  to  the  outcomes  expected  in  column  2 of 
the  Appendix  1,  so  that  once  the  intervention  is  completed  the  impact  it  had  can 
be  measured  against  relevant  output  indicators. 

(d) An  appropriate  intervention  should  be  identified  to  address  training  needs  / 
skills  gaps  and  the  outcome  to  be  achieved  but  with  due  regard  to  cost 
effectiveness.  These  interventions  should  be  listed  in  column  3 of  the 
Appendix  1,  entitled:  Suggested  training  and  / or  development  activity.  The 
training  / development  must  also  be  conducted  either  in  line  with  a recognised 
qualification  from  a tertiary  institution  or  unit  standards  registered  on  the  National 
Qualifications  Framework  (South  African  Qualifications  Authority),  which  could 
enable  the  trainee  to  obtain  recognition  towards  a qualification  for  training 
undertaken.  It  is  important  to  determine  through  the  Training  / Human  Resource 
Development  / Skills  Development  Unit  within  the  municipality  whether  unit 
standards  have  been  developed  with  regard  to  a specific  outcome  / skills  gap 
identified  (and  registered  with  the  South  African  Qualifications  Authority).  Unit 
standards  usually  have  measurable  assessment  criteria  to  determine  achieved 
competency.  There  is  more  detail  on  this  in  item  4 below. 

(e)  Guidelines  regarding  the  number  of  training  days  per  empioyee  and  the 
nominations  of  empioyees:  An  employee  should  on  average  receive  at  least 
five  days  of  training  per  financial  year  and  not  unnecessarily  be  withdrawn  from 
training  interventions. 


(f)  Column  4 of  the  Appendix  1 : The  suggested  mode  of  delivery  refers  to  the 
chosen  methodology  that  is  deemed  most  relevant  to  ensure  transfer  of  skills. 
The  training  / development  activity  should  impact  on  delivery  back  in  the 
workplace.  Mode  of  delivery  consists  of,  amongst  others,  self-study  [The  official 
takes  it  upon  him  / her  to  read  e.g.  legislation];  internal  or  external  training 
provision;  coaching  and  / or  mentoring  and  exchange  programmes,  etc. 

(g) The  suggested  time  frames  column  5 of  the  Appendix  1 enable  managers  to 
effectively  plan  for  the  annum  e.g.  so  that  not  all  their  employees  are  away  from 
work  within  the  same  period  and  also  ensuring  that  the  PDP  is  implemented 
systematically. 


(h)  Work  opportunity  created  to  practice  skiil  / deveiopment  areas,  in  column  6 
of  the  Appendix  1,  further  ensures  internalisation  of  information  gained  as  well 
as  return  on  investment  (not  just  a nice  to  have  skill  but  a necessary  to  have  skil 
that  is  used  in  the  workplace).  « 


(i)  The  final  column,  column  7 of  the  Appendix  1,  provides  the  employee  with  a 
support  person  that  could  act  as  coach  or  mentor  with  regard  to  the  area  of 
learning. 

3.4  Personal  Development  Plans  are  compiled  for  individual  employees  and  the  data 
collated  from  all  employees  in  the  municipality  forms  the  basis  for  the  prescribed 
Workplace  Skills  Plan,  which  municipalities  are  required  to  compile  as  a basis  for  all 
training  and  education  activities  in  the  municipality,  in  a specific  financial  year  and 
report  on  progress  made  to  the  Local  Government  Sector  Education  and  Training 
Authority  (LGSETA). 

3.5  Funding  should  be  made  available  for  training,  education  and  development,  in  line 
with  the  Skills  Development  Act,  at  least  1%  of  the  personnel  budget  must  be 
earmarked  for  it.  Additional  funding  can  also  be  secured  in  terms  of  the  provisions 
of  the  Skills  Development  Levies  Act  from  the  LGSETA  if:- 

(a)  A Skills  Development  Facilitator  has  been  appointed. 

(b) The  Workplace  Skills  Plan  has  been  submitted. 

(c)  A submission,  including  a Business  Plan  is  submitted  for  additional  grants. 
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CORE  MANAGERIAL  COMPETENCIES  (CMC) 

Criteria 

Description 

Generic  standards  for  'outstanding'  performance 

Strategic 
capability  and 
leadership 

Provides  a vision,  sets 
the  direction  for  the 
organization  and/or 
unit  and  inspires 
others  to  deliver  on 
the  organizational 
mandate 

• Develops  detailed  action  plans  to  execute  strategic  initiatives. 

• Assists  in  defining  performance  measures  to  evaluate  the 
success  of  strategies. 

• Achieves  strategic  objectives  against  specified  performance 
measures. 

• T ranslates  strategies  into  action  plans. 

• Secures  co-operation  from  colleagues  and  team  members. 

• Seeks  mutual  benefit/win-win  outcomes  for  all  concerned. 

• Supports  stakeholders  in  achieving  their  goals. 

• Inspires  staff  with  own  behaviour  - 'walks  the  talk'. 

• Manages  and  calculates  risks. 

• Communicates  strategic  plan  to  the  organization. 

• Utilizes  strategic  planning  methods  and  tools. 

Programme  and 

project 

management 

Plans,  manages, 
monitors  and 
evaluates  specific 
activities  in  order  to 
deliver  the  desired 
outputs  and 
outcomes. 

• Establishes  broad  stakeholder  involvement  and  communicates 
the  project  status  and  key  milestones. 

• Defines  roles  and  responsibilities  for  project  team  members 
and  clearly  communicates  expectations. 

• Balances  quality  of  work  with  deadlines  and  budget. 

• Identifies  and  manages  risks  to  the  project  by  assessing 
potential  risks  and  building  contingencies  into  project  plan. 

• Uses  computer  software  programmes. 

Sets  and  manages  service  level  agreements  with  contractors. 

Financial 

management 

Compiles  and 
manages  budgets, 
controls  cash  flow, 
institutes  risk 
management  and 
administers  tender 
procurement 
processes  in 
accordance  with 
generally  recognized 
financial  practices  in 
order  to  ensure  the 
achievement  of 
strategic 
organizational 
objectives. 

Demonstrates  knowledge  of  general  concepts  of  financial 
planning,  budgeting  and  forecasting  and  how  they  interrelate. 
Manages  and  monitors  financial  risk. 

Continuously  looks  for  new  opportunities  to  obtain  and  save 
funds. 

Prepares  financial  reports  and  guidelines  based  on  prescribed 
format. 

Understands  and  weighs  up  financial  implications  of 
propositions. 

Understands  analyses  and  monitors  financial  reports. 

Allocates  resources  to  established  goals  and  objectives. 

Aligns  expenditure  to  cash  flow  projections. 

Ensures  effective  utilization  of  financial  resources. 

Develops  corrective  measures/actions  to  ensure  alignment  of 
budget  to  financial  resources. 

• Prepares  own  budget  in  line  with  the  strategic  objectives  of  the 
organization 

Change 

management 

Initiates,  supports  and 
champions 
organizational 
transformation  and 
change  in  order  to 
successfully 
implement  new 
initiatives  and  deliver 
on  service  delivery 
commitments. 

• Performs  analysis  to  determine  the  impact  of  changes  in  the 
social,  political  and  economic  environment. 

• Keeps  self  and  others  calm  and  focused  during  times  of 
change  or  ambiguity. 

• Initiates,  supports  and  encourages  new  ideas. 

• Volunteers  to  lead  change  efforts  outside  of  own  work  team. 

• Consults  and  persuades  all  the  relevant  stakeholders  of  the 
need  for  change. 

• Inspires  and  builds  commitment  within  own  area  for  the  change 
by  explaining  the  benefits  of  change,  and  the  process  of 
implementing  the  change. 

• Coaches  colleagues  on  how  to  manage  change. 

• Proactively  seeks  new  opportunities  for  change. 

• Identifies  and  assists  in  resolving  resistance  to  change  with 
stakeholders. 

• Designs  specific  projects  to  enable  change  that  is  aligned  to 
the  organizational  objectives. 

• Uses  the  political,  legislative  and  regulatory  processes  of  the 
Public  Service  to  drive  and  implement  change  efforts. 

Knowledge 

management 

Obtains,  analyses  and 
promotes  the 
generation  and 
sharing  of  knowledge 
and  learning  in  order 
to  enhance  the 
collective  knowledge 
of  the  organization. 

• Uses  appropriate  information  systems  to  manage 
organizational  knowledge. 

• Uses  modern  technology  to  stay  abreast  of  world  trends  and 
information. 

• Evaluates  information  from  multiple  sources  and  uses 
information  to  influence  decisions. 

• Creates  mechanisms  and  structures  for  sharing  of  knowledge 
in  the  organization. 

• Uses  libraries,  researchers,  knowledge  specialists  and  other 
knowledge  bases  appropriately  to  improve  organizational 
efficiency. 

Promotes  the  importance  of  knowledge  sharing  within  own 
area. 

Adapts  and  integrates  information  from  multiple  sources  to 
create  innovative  knowledge  management  solutions. 

Nurtures  a knowledge-enabling  environment. 

Service  delivery 
innovation 

Champion’s  new  ways 
of  delivering  services 
that  contributes  to  the 
improvement  of 
organizational 
processes  in  order  to 
achieve  organizational 
goals. 

Consults  clients  and  stakeholders  on  ways  to  improve  the 
delivery  of  services. 

Communicates  the  benefits  of  service  delivery  improvement 
opportunities  to  stakeholders. 

Identifies  internal  process  improvement  opportunities  to  SDI. 
Demonstrates  full  knowledge  of  principles  on  service  delivery 
innovations. 

Identifies  and  analyses  opportunities  where  innovative  ideas 
can  lead  to  improved  service  delivery. 

Creates  mechanisms  to  encourage  innovation  and  creativity 
within  functional  area  and  across  the  organization. 

• Implements  innovative  service  delivery  options  in  own 
department/organization.  n 
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Problem  solving 
and  analysis 


Systematically 
identifies  analyses 
and  resolves  existing 
and  anticipated 
problems  in  order  to 
reach  optimum 
solutions  in  a timely 
manner. 


People  Manages  and 

management  and  encourages  people, 
empowerment  optimizes  their  outputs 

and  effectively 
manages  relationships 
in  order  to  achieve 
organizational  goals. 


Client  orientation  Willing  and  able  to 
and  customer  deliver  services 
focus  effectively  and 

efficiently  in  order  to 
put  the  spirit  of 
customer  service 
(Batho  Pele)  into 
practice. 


Communication 


Exchanges 
information  and  ideas 
in  a clear  and  concise 
manner  appropriate 
for  the  audience  in 
order  to  explain, 
persuade,  convince 
and  influence  others 
to  achieve  the  desired 
outcomes. 


Explains  potential  impact  of  problems  to  won  working 
environment. 

Demonstrates  logical  problem  solving  approach  and  provides 
rationale  for  proposed  solutions. 

Determines  root  causes  of  problems  and  evaluates  whether 
solutions  address  root  causes. 

Demonstrates  objectivity,  thoroughness,  insightfulness  and 
probing  behaviours  when  approaching  problems. 

Demonstrates  the  ability  to  break  down  complex  problems  into 
manageable  parts  and  identify  solutions. 

Seeks  opportunities  to  increase  personal  contribution  and  level 
of  responsibility. 

Supports  and  respects  the  individuality  of  others  and 
recognizes  the  benefits  of  diversity  of  ideas  and  approaches. 
Delegates  and  empowers  others  to  increase  contribution  and 
level  of  responsibility. 

Applies  labour  and  employment  legislation  and  regulations 
consistently. 

Facilitates  team  goal  setting  and  problem  solving. 

Recognizes  individuals  and  teams  and  provides  developmental 
feedback  in  accordance  with  performance  management 
principles. 

Adheres  to  internal  and  national  standards  with  regards  to  HR 
practices. 

Deals  with  labour  matters. 

Identifies  competencies  required  and  suitable  resources  for 
specific  tasks. 

Displays  personal  interest  in  the  well-being  of  colleagues. 

Able  to  manage  own  time  as  well  as  time  of  colleagues  and 
other  stakeholders. 

Manages  conflict  through  a participatory  transparent  approach,  i 


Develops  clear  and  implementable  service  delivery 
improvement  programmes. 

Identifies  opportunities  to  exceed  the  expectations  of 
customers. 

Designs  internal  work  processes  to  improve  customer  service. 
Adds  value  to  the  organization  by  providing  exemplary 
customer  service. 

Applies  customer  rights  in  own  work  environment. 

Expresses  ideas  to  individuals  and  groups  both  in  formal  and 
informal  settings  in  an  interesting  and  motivating  way. 
Receptive  to  alternative  viewpoints. 

Adapts  communication  content  and  style  according  to  the 
audience,  including  managing  body  language  effectively. 
Delivers  messages  in  a manner  that  gains  support, 
commitment  and  agreement. 

Writes  well-structured  complex  documents. 

Communicates  controversial  sensitive  messageslo 
stakeholders  tactfully. 
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Honesty  and 
integrity 


Displays  and  builds 
the  highest  standards 
of  ethical  and  moral 
conduct  in  order  to 
promote  confidence 
and  trust  in  the  Public 
Service. 


Listens  well  and  is  receptive. 

Encourages  participation  and  mutual  understanding. 

Conducts  self  in  accordance  with  organizational  code  of 
conduct. 

Admits  won  mistakes  and  weaknesses  and  seeks  help  from 
others  were  unable  to  deliver. 

Reports  fraud,  corruption,  nepotism  and  maladministration. 
Honours  the  confidentiality  of  matters  and  does  not  use  it  for 
personal  gain  or  the  gain  of  others. 

Discloses  conflict  of  interest’s  issues. 

Establishes  trust  and  shows  confidence  in  others. 

T reats  all  employees  with  equal  respect. 

Undertakes  roles  and  responsibilities  in  a sincere  and  honest 
manner. 

Incorporates  organizational  values  and  beliefs  into  daily  work. 
Uses  work  time  for  organizational  matters  and  not  for  personal 
matters. 

Shares  information  openly,  whilst  respecting  the  principle  of 
confidentiality. 


CORE  OCCUPATIONAL  COMPETENCIES  (COC) 


Criteria 

Interpretation  of 
and 

implementation 
within  the 
legislative  an 
national  policy 
frameworks 


Description 

The  ability  to 
implement,  manage 
and  oversee  the 
implementation  of 
legislation  and  policy 


Generic  standards  for  'outstanding'  performance 

Implementing  and  overseeing  the  implementation  and 
enforcement  of  policies  and  Bylaws 

Establishing  and  maintaining  a register  of  non-compliance  with 
legislative  requirements  and  regularly  reporting  these  to  the 
municipal  council  and  other  role  players.  For  example, 
instances  of  non-compliance  with  the  MFMA  are  required  to  be 
reported  to  the  National  Treasury 

Regularly  monitor  and  report  to  the  municipal  council  on  the 
Implementation  of  policies  and  compliance  with  legislative 
requirements 

Regularly  reviewing  and,  where  necessary,  proposing  to  the 

municipal  council  amendment  of  policies  and  in  the  case  of  a 

municipality  also  By-laws  to  ensure  their  relevance  and 

alignment  with  the  strategies  and  goals 

Monitor  and  ensure  enforcement  of  municipal  By-laws, 

including  penalties  and  fines  for  non-compliance,  within  the 

municipality’s  area  of  jurisdiction 

Regularly  consider  the  impact  of  amendments  to  the 

Constitution,  national  and  provincial  legislation  and  policy,  and 

the  legislative  framework  governing  local  government  on  the 

municipality’s  By-laws  and  policies 


Knowledge  of 
Performance 
Management  and 
Reporting 

The  ability  to  support 
the  implementation  of 
the  performance 
reporting  process  of 
the  municipality. 

• Knowledge  and  understanding  of  the  local  government 
legislative  framework  governing  performance  reporting. 

• Within  the  area  of  responsibility,  supporting,  implementing  and 
maintaining  the  performance  management  system.  In  the  case 
of  a municipal  entity  also  supporting  and  contributing  to  the 
regular  monitoring,  measuring,  reviewing  and  reporting  of  the 
entity’s  performance  to  its  parent  municipality 

• Contribute  to  the  timely  preparation,  submission  and 
publication  of  statutory  reports  relating  to  performance.  For 
example  the  annual  performance  report  (section  121(3)  and  (4) 
of  the  MFMA),  mid-year  performance  reporting  (sections  72  of 
the  MFMA)  of  a municipality  and  in  the  case  of  a municipal 
entity,  an  assessment  of  the  entity’s  performance  (section 

121(4)  of  the  MFMA),  mid-year  performance  reporting  (section 
88  of  the  MFMA),  etc. 

• Within  the  area  of  responsibility,  ensure  that  the  content  of 
performance  reporting  is  specific  (unambiguous),  measurable, 
accurate  and  valid,  reliable  and  time  specific. 

• Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  reports  to  understand  the  impact  on,  and  to  guide 
planning  in  respect  of,  strategies  and  goals  including  the 
implementation  of  the  budget  and  service  delivery  and  budget 
implementation  plan  (SDBIP)  and  policies. 

• Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  of  Service  delivery  mechanisms  (internal  and 
external)  and  outsourced  service  agreements  against 
performance  targets;  and 

• Within  the  municipality , analyze  and  evaluate  the 
performance  of  each  of  its  municipal  entities  against  the 
service  level  agreement  and  performance  targets  for  that  entity 

• Within  the  area  of  responsibility,  ensuring  that  there  is  a link 
between  the  performance  indicators  and  targets  and  the 
integrated  development  plan  (IDP),  service  delivery  and  budget 
implementation  plan  (SDBIP)  and  the  individual  performance 
agreements  of  officials. 

• Within  the  area  of  responsibility,  ensuring  that  the 
remuneration  and  appraisal  system  is  performance  based  and 
that  all  performance  bonuses  are  only  awarded  after 
consideration  of  actual  performance  of  the  municipality  against 
the  performance  targets  for  a specific  period. 

• Regularly  benchmark  the  performance  of  the  area  of 
responsibility  against  the  performance  of  functions  of  similar 
and/or  comparable  municipalities  to  improve  and  guide  in  the 
planning  and  delivery  of  services. 

Knowledge  of  global  and  South  African 
specific  political,  social  and  economic 
contexts 

• Understanding  the  local  government  environment  (including 
legislative,  social,  political  and  economic)  and  the  ability  to 
analyze  the  financial  and  non-financial  impact  of  changes  in 
the  external  and  internal  environment  that  could  affect  the 
municipality/  municipal  entity  and  recognizing  wherathis 
necessitates  change  1 
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Competence  in 
policy 

conceptualization 
, analysis  and 
implementation 

The  ability  to  guide, 
support  and  contribute 
to  the  formulation  of 
policy,  and  in  the  case 
of  a municipality  also 
By-laws 

• Excellent  verbal  communication  and  writing  skills  and  an  ability 
to  research  and  analyze  complex  information 

• Guiding  and  supporting  the  municipal  council  with  the  process 
of  adopting  policies  and  making  By-laws.  This  includes 
advising  council  on  the  financial  and  non-financial  impact  of 
proposed  policies  and  By-laws  OR  in  the  case  of  a municipal 
entity  guiding  and  supporting  the  board  of  directors  with  the 
process  of  adopting  policies  including  advising  on  the  financial 
and  non-financial  impact  of  proposed  policies 

• Overseeing  and  managing  the  administrative  aspects  of  the 
process  for  adopting  policies  and  in  the  case  of  a municipality 
also  making  By-laws. 

• Conceptualizing,  formulating  and  drafting  policies  and  in  the 
case  of  a municipality  also  By-laws  in  alignment  with  the 
integrated  development  plan  (IDP),  the  Constitution,  national 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government,  having  regard  to 
cooperative  government.  This  process  should  include 
consideration  of  and  alignment  with  existing  policies  and  By- 
laws and  be  within  budget  constraints. 

Knowledge  of  more  than  one  functional 
municipal  field  / discipline 



• Knowledge  and  understanding  of  the  municipality’s 

environment  (internal  and  external),  the  Constitution,  national 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government  as  well  as  the 
municipality’s  By-laws  and  policies. 

Competence  as 
required  by  other 
national  line 
sector 

departments 

Within  the  area  of 
responsibility,  the 
ability  to  guide, 
establish  and  maintain 
appropriate 
stakeholder  relations. 

• Within  the  area  of  responsibility,  knowledge  and  understanding 
of  stakeholders  and  recognizing  the  varying  relations  required 
with  stakeholders  and  the  impact  on  the  municipality  and  the 
municipality’s  impact  on  its  stakeholders. 

• Within  the  area  of  responsibility,  establishing  and  maintaining 
effective  and  relevant  external  stakeholder  relations.  This  would 
include  relations  with  the  community,  local  businesses,  public 
benefit  organizations  and  other  spheres  of  government 
including  neighbouring  municipalities  and  relations  for  purposes 
of  external  service  delivery  mechanisms,  outsourced  service 
agreements,  etc  and,  in  the  case  of  a municipality,  Public- 
Private  Partnerships  (PPPs) 

• Within  the  area  of  responsibility,  ensuring  stakeholder 
consultation  (internal  and  external)  and  advising  the  accounting 
officer  on  stakeholder  consultation  as  envisaged  and  required 
by  the  Municipal  Systems  Act  and  the  MFMA.  This  includes 
managing  stakeholder  expectations. 

Exceptional  and 
dynamic 
creativity  to 
improve  the 
functioning  of  the 
municipality 

The  ability  to  guide  the 
management  of 
change  for  the 
municipality  within  the 
area  of  responsibility. 

• Managing  and  implementing  change  management  within  the  area  of 
responsibility 

• The  ability  to  be  proactive  and  find  creative  and  innovative  solutions 
to  change 

• Consultation  with  and  management  of  various  stakeholders  particular 
to  the  change 

• Managing  and  resolving  any  resistance  to  change 

• Contributing  and  supporting  the  accounting  officer  with  the  alignment 
of  strategies  and  goals  with  the  need  for  change. 

A 
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PERFORMANCE  AGREEMENT 

IN  TERMS  OF  THE:- 

LOCAL  GOVERNMENT;  MUNICIPAL  SYSTEMS  ACT, 

2000  (32  OF  2000),  AS  AMENDED 

LOCAL  GOVERNMENT:  MUNICIPAL  PERFORMANCE  REGULATION  FOR 
MUNICIPAL  MANAGERS  AND  MANAGERS  DIRECTLY  ACCOUNTABLE  TO 

MUNICIPAL  MANAGERS,  2006 

Entered  into  by  and  between 

The  CITY  OF  MATLOSANA  herein  represented  by 

E.T.  MOTSEMME 

in  his  capacity  as 

Municipal  Manager 

(hereinafter  referred  to  as  the  Employer) 

And 

L.M.  RAMOROLA 

As  the 

Director:  Strategic  Planning,  Monitoring  and  Control 

(hereinafter  referred  to  as  the  Employee) 

For  the  Period 
1 Juiy  201 2 to  30  June  2013 


PERFORMANCE  AGREEMENT 


ENTERED  INTO  BY  AND  BETWEEN: 

The  CITY  OF  MATLOSANA  herein  represented  by  ELIE  TSIETSI  MOTSEMME  (ID  NR.  6506135623080) 
in  his  capacity  as  the  MUNICIPAL  MANAGER  (hereinafter  referred  to  as  the  Employer)  and  LERATO 
MIRIAM  RAMOROLA  (ID  NR.  7404210723083)  in  her  capacity  as  the  DIRECTOR  STRATEGIC 
PLANNING,  MONITORING  AND  CONTROL  of  the  Municipality  (hereinafter  referred  to  as  the 
Employee). 


WHEREBY  IT  IS  AGREED  AS  FOLLOWS: 


1.  INTRODUCTION 

1.1  The  Employer  has  entered  into  a contract  of  employment  with  the  Employee  in  terms  of 
section  57(1  )(a)  of  the  Local  Government:  Municipal  Systems  Act  32  of  2000  (“the  Systems 
Act”),  The  Employer  and  the  Employee  are  hereinafter  referred  to  as  “the  Parties”. 

1.2  Section  57(1  )(b)  of  the  Systems  Act,  read  with  the  Contract  of  Employment  concluded 
between  the  parties,  requires  the  parties  to  conclude  an  annual  performance  agreement. 

1 .3  The  parties  wish  to  ensure  that  they  are  clear  about  the  goals  to  be  achieved,  and  secure  the 
commitment  of  the  Employee  to  a set  of  outcomes  that  will  secure  local  government  policy 
goals. 

1.4  The  parties  wish  to  ensure  that  there  is  compliance  with  Sections  57(4A),  57(4B)  and  57(5)  of 
the  Systems  Act  and  Section  57(4C)  of  the  Systems  Amendment  Act. 


2.  PURPOSE  OF  THIS  AGREEMENT 

The  purpose  of  this  Agreement  is  to  - 

2.1  comply  with  the  provisions  of  Section  57(1)(b),(4A),(4B)  and  (5)  of  the  Systems  Act , Section 
57(4C)  of  the  Systems  Amendment  Act,  as  well  as  the  employment  contract  entered  into 
between  the  parties; 

2.2  specify  objectives  and  targets  defined  and  agreed  with  the  employee  and  to  communicate  to 
the  employee  the  employer’s  expectations  of  the  employee’s  performance  and 
accountabilities  in  alignment  with  the  Integrated  Development  Plan  (IDP),  Service  Delivery 
and  Budget  Implementation  Plan  (SDBIP)  and  the  Budget  of  the  municipality; 

2.3  specify  accountabilities  as  set  out  in  a performance  plan,  which  forms  an  Annexure  to  the 
Performance  Agreement; 

2.4  monitor  and  measure  performance  against  set  targeted  outputs; 

2.5  use  the  Performance  Agreement  as  the  basis  for  assessing  whether  the  employee  has  met 
the  performance  expectations  applicable  to  his  or  her  job; 

2.6  in  the  event  of  outstanding  performance,  to  appropriately  reward  the  employee;  and 
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2.7  give  effect  to  the  employer’s  commitment  to  a performance-orientated  relationship  with  its 
employee  in  attaining  equitable  and  improved  service  delivery. 


3  COMMENCEMENT  AND  DURATION 

3.1  This  Agreement  will  commence  on  the  1 JULY  2012  and  will  remain  in  force  until  30  JUNE 
2013  thereafter  a new  Performance  Agreement,  Performance  Plan  and  Personal 
Development  Plan  shall  be  concluded  between  the  parties  for  the  next  financial  year  or  any 
portion  thereof. 

3.2  This  Agreement  will  terminate  on  the  termination  of  the  Employee’s  contract  of  employment, 

3.3  The  content  of  this  Agreement  may  be  revised  at  any  time  during  the  above-mentioned 
period  to  determine  the  applicability  of  the  matters  agreed  upon, 

3.4  If  at  any  time  during  the  validity  of  this  Agreement  the  work  environment  alters  (whether  as  a 
result  of  government  or  council  decisions  or  otherwise)  to  the  extent  that  the  contents  of  this 
Agreement  are  no  longer  appropriate,  the  contents  shall  immediately  be  revised. 


4 PERFORMANCE  OBJECTIVES 

4.1  The  Performance  Plan  (Annexure  A)  sets  out- 

4.1.1  the  performance  objectives  and  targets  that  must  be  met  by  the  Employee;  and 

4.1.2  the  time  frames  within  which  those  performance  objectives  and  targets  must  be  met. 

4.2  The  performance  objectives  and  targets  reflected  in  the  Performance  Plan  (Annexure  A)  are 
set  by  the  Employer  in  consultation  with  the  Employee  and  based  on  the  Integrated 
Development  Plan  (IDP),  Service  Delivery  and  Budget  Implementation  Plan  (SDBIP)  and  the 
Budget  of  the  Employer,  and  shall  include  key  objectives;  key  performance  indicators;  target 
dates  and  weightings. 

4.2.1  The  key  objectives  describe  the  main  tasks  that  need  to  be  done. 

4.2.2  The  key  performance  indicators  provide  the  details  of  the  evidence  that  must  be 
provided  to  show  that  a key  objective  has  been  achieved. 

4.2.3  The  target  dates  describe  the  timeframe  in  which  the  work  must  be  achieved. 

4.2.4  The  weightings  show  the  relative  importance  of  the  key  objectives  to  each  other. 

4.3  The  Employee’s  performance  will,  in  addition,  be  measured  in  terms  of  contributions  to  the 
goals  and  strategies  set  out  in  the  Employer’s  Integrated  Development  Plan. 

5 PERFORMANCE  MANAGEMENT  SYSTEM 

5.1  The  Employee  agrees  to  participate  in  the  performance  management  system  that  the 
Employer  adopts  or  introduces  for  the  Employer,  management  and  municipal  staff  of  the 

Employer. 

5.2  The  Employee  accepts  that  the  purpose  of  the  performance  management  system  will  be  to 
provide  a comprehensive  system  with  specific  performance  standards  to  assist  the 
Employer,  management  and  municipal  staff  to  perform  to  the  standards  required. 
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5.3  The  Employer  will  consult  the  Employee  about  the  specific  performance  standards  that  will 
be  included  in  the  performance  management  system  as  applicable  to  the  Employee. 

5.4  The  Employee  undertakes  to  actively  focus  towards  the  promotion  and  implementation  of  the 
KPAs  (including  special  projects  relevant  to  the  employee's  responsibilities)  within  the  local 
government  framework. 

5.5  The  criteria  upon  which  the  performance  of  the  Employee  shall  be  assessed  shall  consist  of 
two  components,  both  of  which  shall  be  contained  in  the  Performance  Agreement. 

5.5.1  The  Employee  must  be  assessed  against  both  components,  with  a weighting  of 
80:20  allocated  to  the  Key  Performance  Areas  (KPAs)  and  the  Core  Competency 
Requirements  (CCRs)  respectively. 

5.5.2  Each  area  of  assessment  will  be  weighted  and  will  contribute  a specific  part  to  the 
total  score. 

5.5.3  KPAs  covering  the  main  areas  of  work  will  account  for  80%  and  CCRs  will  account 
for  20%  of  the  final  assessment. 

5.6  The  Employee's  assessment  will  be  based  on  his  / her  performance  in  terms  of  the  outputs 
/ outcomes  (performance  indicators)  identified  as  per  attached  Performance  Plan  (Annexure  A), 
which  are  linked  to  the  KPA’s,  and  will  constitute  80%  of  the  overall  assessment  result  as  per  the 
weightings  agreed  to  between  the  Employer  and  Employee; 


Key  Performance  Areas  (KPA's) 

Weighting 

Service  Delivery  & Infrastructure  Development 

0.00% 

Municipal  Institutional  Development  and  Transformation 

41 .00% 

Local  Economic  Development  (LED) 

0.00% 

Municipal  Financial  Viability  and  Management 

4.48% 

Good  Governance  and  Public  Participation 

54.52% 

Total 

100% 

5.7  In  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  key  performance 
areas  related  to  the  functional  area  of  the  relevant  manager  must  be  subject  to  negotiation 
between  the  municipal  manager  and  the  relevant  manager. 

5.8  The  CCRs  will  make  up  the  other  20%  of  the  Employee's  assessment  score.  CCRs  that  are 
deemed  to  be  most  critical  for  the  Employee's  specific  job  should  be  selected  (V)  from  the  list 
below  as  agreed  to  between  the  Employer  and  Employee. 


CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 

CORE  MANAGERIAL  COMPETENCIES  (CMC) 

V 

WEIGHT 

Strategic  Capability  and  Leadership 

V 

5% 

Programme  and  Project  Management 

V 

5% 

Financial  Management 

V 

15% 

Change  Management 

Knowledge  Management 

V 

5% 

Service  Delivery  Innovation 

V 

5% 

Problem  Solving  and  Analysis 

V 

5% 

People  Management  and  Empowerment 

V 

5% 
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CORE  COMPETENCY  REQUIREMENTS  (CCR)  FOR  EMPLOYEES 

CORE  MANAGERIAL  COMPETENCIES  (CMC) 

V 

WEIGHT 

Client  Orientation  and  Customer  Focus 

V 

10% 

Communication 

V 

5% 

Honesty  and  Integrity 

V 

5% 

CORE  OCCUPATIONAL  COMPETENCIES  (COC) 

Competence  in  Self  Management 

V 

5% 

Interpretation  of  and  implementation  within  the 
legislative  an  national  policy  frameworks 

V 

5% 

Knowledge  of  Performance  Management  and 

Reporting 

V 

5% 

Knowledge  of  global  and  South  African  specific 
political,  social  and  economic  contexts 

Competence  in  policy  conceptualisation,  analysis  and 
implementation 

V 

5% 

Knowledge  of  more  than  one  functional  municipal  field 
/ discipline 

V 

5% 

Skills  in  Mediation 

Skilis  in  Governance 

V 

5% 

Competence  as  required  by  other  national  line  sector 
departments 

Exceptional  and  dynamic  creativity  to  improve  the 
functioning  of  the  municipality 

V 

5% 

TOTAL  PERCENTAGE 

100% 

6.  EVALUATING  PERFORMANCE 

6.1  The  Performance  Plan  (Annexure  A)  to  this  Agreement  sets  out  - 

6.1.1  the  standards  and  procedures  for  evaluating  the  Employee’s  performance;  and 

6.1.2  the  intervals  for  the  evaluation  of  the  Employee’s  performance, 

6.2  Despite  the  establishment  of  agreed  intervals  for  evaluation,  the  Employer  may  in  addition 
review  the  Employee’s  performance  at  any  stage  while  the  contract  of  employment  remains  in 
force. 

6.3  Personal  growth  and  development  needs  identified  during  any  performance  review  discussion 
must  be  documented  in  a Personal  Development  Plan  as  well  as  the  actions  agreed  to  and 
implementation  must  take  place  within  set  time  frames. 

6.4  The  Employee’s  performance  will  be  measured  in  terms  of  contributions  to  the  goals 
and  strategies  set  out  in  the  Employer’s  SDBIP. 


6.5  The  annual  performance  appraisal  will  involve: 

6.5.1  Assessment  of  the  achievement  of  results  as  outlined  in  the  Performance  Plan: 


(a) 


Each  KPA  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  or  performance  indicators  have  been  met  and  with  due  regard  to  ad 
hoc  tasks  that  had  to  be  performed  under  the  KPA. 


(b)  An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  KPA. 

(c)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.3  below) 
must  then  be  used  to  add  the  scores  and  calculate  a final  KPA  score. 

6.5.2  Assessment  of  the  CCRs 

(a)  Each  CCR  should  be  assessed  according  to  the  extent  to  which  the  specified 
standards  have  been  met. 

(b)  An  indicative  rating  on  the  five-point  scale  should  be  provided  for  each  CCR. 

(c)  This  rating  should  be  multiplied  by  the  weighting  given  to  each  CCR  during  the 
contracting  process,  to  provide  a score. 

(d)  The  applicable  assessment  rating  calculator  (refer  to  paragraph  6.5.1)  must  then 
be  used  to  add  the  scores  and  calculate  a final  CCR  score. 

6.5.3  Overall  rating 

An  overall  rating  is  calculated  by  using  the  applicable  assessment-rating  calculator.  Such 

overall  rating  represents  the  outcome  of  the  performance  appraisal. 


6.6  The  assessment  of  the  performance  of  the  Employee  will  be  based  on  the  following 
rating  scale  for  KPA’s  and  CCRs: 


Level 

Terminology 

Description 

Rating 

1 2 3 4 5 

5 

Outstanding 

performance 

Performance  far  exceeds  the  standard 
expected  of  an  employee  at  this  level.  The 
appraisal  indicates  that  the  Employee  has 
achieved  above  fully  effective  results  against 
all  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan 
and  maintained  this  in  all  areas  of 
responsibility  throughout  the  year. 

4 

Performance 

significantly 

above 

expectations 

Performance  is  significantly  higher  than  the 
standard  expected  in  the  job.  The  appraisal 
indicates  that  the  Employee  has  achieved 
above  fully  effective  results  against  more  than 
half  of  the  performance  criteria  and  indicators 
and  fully  achieved  all  others  throughout  the 
year. 

3 

Fully  effective 

Performance  fully  meets  the  standards 
expected  in  all  areas  of  the  job.  The  appraisal 
indicates  that  the  Employee  has  fully 
achieved  effective  results  against  all 
significant  performance  criteria  and  indicators 
as  specified  in  the  PA  and  Performance  Plan. 

non 


Level 

Terminology 

Description 

Rating 

1 2 3 I 4 5 

2 

Not  fully  effective 

Performance  is  below  the  standard  required 
for  the  job  in  key  areas.  Performance  meets 
some  of  the  standards  expected  for  the  job. 
The  review/assessment  indicates  that  the 
employee  has  achieved  below  fully  effective 
results  against  more  than  half  the  key 
performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 

1 

Unacceptable 

performance 

Performance  does  not  meet  the  standard 
expected  for  the  job.  The  review/assessment 
indicates  that  the  employee  has  achieved 
below  fully  effective  results  against  almost  all 
of  the  performance  criteria  and  indicators  as 
specified  in  the  PA  and  Performance  Plan. 
The  employee  has  failed  to  demonstrate  the 
commitment  or  ability  to  bring  performance  up 
to  the  level  expected  in  the  job  despite 
management  efforts  to  encourage 

improvement. 

6.7  For  purposes  of  evaluating  the  annual  performance  of  the  Municipal  Manager,  an  evaluation 
panel  constituted  of  the  following  persons  must  be  estabiished:- 

6.7.1  Executive  Mayor; 

6.7.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.7.3  Member  of  the  Mayoral  Committee; 

6.7.4  Mayor  and/or  Municipal  Manager  from  another  municipality;  and 

6.7.5  Member  of  a ward  committee  as  nominated  by  the  Executive  Mayor. 

6.8  For  purposes  of  evaluating  the  annual  Performance  of  Managers  directly  accountable  to  the 

Municipal  Manager,  an  evaluation  panei  constituted  of  the  following  persons  must  be 
established:- 

6.8.1  Municipai  Manager; 

6.8.2  Chairperson  of  the  performance  audit  committee  or  the  audit  committee  in  the  absence  of 
a performance  audit  committee; 

6.8.3  Municipal  Manager  from  another  municipality. 

6.9  The  Manager  responsible  for  Human  Resources  of  the  municipality  must  provide  secretariat 

services  to  the  evaluation  panels  referred  to  in  paragraphs  6.7  and  6.8. 


7.  SCHEDULE  FOR  PERFORMANCE  REVIEWS 


7.1  The  performance  of  each  Employee  in  relation  to  his  / her  performance  agreement  shall  be 
reviewed  on  the  following  dates  with  the  understanding  that  reviews  in  the  first  and  third  quarter 
may  be  verbal  if  performance  is  satisfactory: 


First  quarter 
Second  quarter 
Third  quarter 
Fourth  quarter 


July  - September  2012 
October  - December  2012 
January  - March  2013 
April  - June  2013 


7.2  The  Employer  shall  keep  a record  of  the  mid-year  review  and  annual  assessment  meetings. 

7.3  Performance  feedback  shall  be  based  on  the  Employer’s  assessment  of  the  Employee’s 
performance. 

7.4  The  Employer  will  be  entitled  to  review  and  make  reasonable  changes  to  the  provisions  of 
(Annexure  A)  from  time  to  time  for  operational  reasons.  The  Employee  will  be  fully  consulted 
before  any  such  change  is  made. 

7.5  The  Employer  may  amend  the  provisions  of  (Annexure  A)  whenever  the  performance 
management  system  is  adopted,  implemented  and  / or  amended  as  the  case  may  be.  In  that 
case  the  Employee  will  be  fully  consulted  before  any  such  change  is  made. 


8.  DEVELOPMENTAL  REQUIREMENTS 

The  Personal  Development  Plan  (PDP)  for  addressing  developmental  gaps  is  attached  as  (Annexure 
B). 


9.  OBLIGATIONS  OF  THE  EMPLOYER 

9.1  The  Employer  shall - 

9.1.1  create  an  enabling  environment  to  facilitate  effective  performance  by  the  employee; 

9. 1 .2  provide  access  to  skills  development  and  capacity  building  opportunities; 

9.1.3  work  collaboratively  with  the  Employee  to  solve  problems  and  generate  solutions  to 
common  problems  that  may  impact  on  the  performance  of  the  Employee; 

9.1.4  on  the  request  of  the  Employee  delegate  such  powers  reasonably  required  by  the 
Employee  to  enable  him  / her  to  meet  the  performance  objectives  and  targets 
established  in  terms  of  this  Agreement;  and 

9.1.5  make  available  to  the  Employee  such  resources  as  the  Employee  may  reasonably 
require  from  time  to  time  to  assist  him  / her  to  meet  the  performance  objectives  and 
targets  established  in  terms  of  this  Agreement. 


10.  CONSULTATION 

10.1  The  Employer  agrees  to  consult  the  Employee  timeously  where  the  exercising  of  the  powers 
will  have  amongst  others  - 

10.1.1  a direct  effect  on  the  performance  of  any  of  the  Employee’s  functions; 

10.1.2  commit  the  Employee  to  implement  or  to  give  effect  to  a decision  made  by  the 

Employer;  and 

10.1 .3  a substantial  financial  effect  on  the  Employer. 

10.2  The  Employer  agrees  to  inform  the  Employee  of  the  outcome  of  any  decisions  taken 
pursuant  to  the  exercise  of  powers  contemplated  in  10.1  as  soon  as  is  practicable  to  enable 
the  Employee  to  take  any  necessary  action  without  delay. 


11.  MANAGEMENT  OF  EVALUATION  OUTCOMES 


11.1  The  evaluation  of  the  Employee’s  performance  will  form  the  basis  for  rewarding  outstanding 
performance  or  correcting  unacceptable  performance. 

11.2  A performance  bonus  of  between  5%  to  14%  of  the  all-inclusive  annual  remuneration 
package  may  be  paid  to  the  Employee  in  recognition  of  outstanding  performance  to  be 
constituted  as  follows: 

11.2.1 


Performance  Score 

Performance  Bonus  Percentage 

From 

To 

130% 

133% 

5% 

134% 

137% 

6% 

138% 

141% 

7% 

142% 

145% 

8% 

146% 

149% 

9% 

150% 

153% 

10% 

154% 

157% 

11% 

158% 

161% 

12% 

162% 

165% 

13% 

166% 

169% 

14% 

11.3  In  the  case  of  unacceptable  performance,  the  Employer  shall  - 

11.3.1  provide  systematic  remedial  or  developmental  support  to  assist  the  Employee  to 
improve  his  or  her  performance;  and 

11.3.2  after  appropriate  performance  counselling  and  having  provided  the  necessary 
guidance  and/  or  support  as  well  as  reasonable  time  for  improvement  in 
performance,  the  Employer  may  consider  steps  to  terminate  the  contract  of 
employment  of  the  Employee  on  grounds  of  unfitness  or  incapacity  to  carry  out  his  or 
her  duties. 


12.  DISPUTE  RESOLUTION 


12.1  Any  disputes  about  the  nature  of  the  Employee’s  performance  agreement,  whether  it  relates 
to  key  responsibilities,  priorities,  methods  of  assessment  and/  or  any  other  matter  provided 
for,  shall  be  mediated  by  - 

12.1.1  the  MEG  for  local  government  in  the  province  within  thirty  (30)  days  of  receipt  of  a 
formal  dispute  from  the  Employee;  or 

12.1.2  any  other  person  appointed  by  the  MEG. 

12.1.3  In  the  case  of  Managers  directly  accountable  to  the  Municipal  Manager,  a member  of 
the  municipal  council,  provided  that  such  member  was  not  part  of  the  evaluation 
panel  provided  for  in  sub-regulation  27(4)(e)  of  the  Municipal  Performance 
Regulations,  2006,  within  thirty  (30)  days  of  receipt  of  a formal  dispute  from  the 
employee; 

whose  decision  shall  be  final  and  binding  on  both  parties. 


12.2  In  the  event  that  the  mediation  process  contemplated  above  fails,  clause  21.3  of  the  Gontract 
of  Employment  shall  apply. 


13,  GENERAL 


13.1  The  contents  of  this  agreement  and  the  outcome  of  any  review  conducted  in  terms  of 
Annexure  A may  be  made  available  to  the  public  by  the  Employer. 

13.2  Nothing  in  this  agreement  diminishes  the  obligations,  duties  or  accountabilities  of  the 
Employee  in  terms  of  his/  her  contract  of  employment,  or  the  effects  of  existing  or  new 
regulations,  circulars,  policies,  directives  or  other  instruments. 

13.3  The  performance  assessment  results  of  the  Directors  must  be  submitted  to  the  municipal 
council  within  fourteen  (14)  days  after  the  conclusion  of  the  assessment. 


14.  PERFORMANCE  APPRAISALS 

14.1  The  Employee  will  be  responsible  for  developing  annual  performance  work  plans  and 
conducting  performance  appraisals  with  all  staff  in  the  Directorate  as  stipulated  in  Section  5 
of  the  201 1 Performance  Management  System  Framework  and  Policy  document. 


Thus  done  and  signed  at  KLERKSDORP  on  this  the. . . S. . . day  of  JUNE  2012. 


Thus  done  and  signed  at  KLERKSDORP  on  this  the. 


day  of  JUNE  2012. 


AS  WITNESSES: 


1. 

2. VM 
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ANNEXURE “A" 


Performance  Plan 


DIRECTOR:  STRATEGIC 
PLANNING,  MONITORING  AND 

CONTROL 

LM  RAMOROLA 


CITY  OF  MATLOSANA 
Period  1 July  2012  to  30  June  2013 


DIRECTORATE  STRATEGIC  PLANNING,  MONITORING  AND  CONTROL 


1 


FINAL  2012/13  SERVICE  DELIVERY  BUDGET  IMPLEMENTATION  PLAN 


DIRECTOR  STRATEGIC  PLANNING,  MONITORING  AND  CONTROL 


TOTAL  WEIGHTING  PER  KEY  PERFORMANCE  AREA  (KPA)  = 100% 

Municipal  Institutional  Development  and  Transformation  41 .00% 

Municipal  Financial  Viability  & Management  4.48% 

Good  Governance  and  Public  Participation  54.52% 


OPERA 

TIONAL 

ijlllilllj. 

III  Jim 

item  Nr. 
j |(iec|o|i| 

Key 

Performance 

lilWillli 

Key  Performance 

I IBBIBIillBISIlllB 

I llilllijo 

j ili|||3||irj| III 

j l^uiUiiii 

iliitiBiiil 

f IIIHii 

1 

j |Jj§|i| III jfiJl 
1 i|j|ji||l||tt|J|| 

I lillittlililll 

! Jlllllllll  lllllll 

1 

1 IIHBIIIiSBilllJ 

Compli- 

ance 

g 

<o 

o 

LO 

PMS1 

C "O 

4.56% 

To  develop  and 
implement  a 5 year 

5 Year  strategic 
plan  for  Council 

Developing  and 
implementing  a 5 year 

Outdated 
strategic  plan 

1 

Appointment  of 
facilitator 

MM  Resolution 
Strategic  document 

O c c 
'■§  ^ O 

•S  C CO 

strategic  plan  for 
Council  to  ensure 

developed  and 
implemented 

strategic  plan  for  Council 
at  a cost  of  R300,000  by 

2 

Strategic  plan 
developed 

Municipal  Score 

Card 

o 

o 

g 

8 

CM 

(/)  a>  p 
c p E 
= 0.0 

CO  o CO 

.O.  (i>  c 

o > 2 

C 0)  H 

o Q 

effective  direction 

March  2013 

3 

Council 
approval  - 
Phase  1 
Implemented 

Proof  of  payment 

4 

Implementation 

completed 

Compli- 

ance 

PMS2 

Municipal 
Institutional 
Development  and 

T ransformation 

4.56% 

To  approve  the 
draft  SDBIP  to 
comply  with 

Draft  2013/14 
SDBIP  approved 
by  Council 

Approving  draft  2013/14 
SDBIP  by  Council  by 

May  2013 

Approved  draft 
2012/13  SDBIP 

1 

“ 

Council  Resolution 

2 

- 

$ 

z 

legislation 

3 

- 

4 

Draft  2013/14 

SDBIP 

approved 

Compli- 

ance 

PMS3 

*0 

c c 

4.56% 

To  approve  the  final 
SDBIP  to  ensure 
compliance  with 

Final  2013/14 
SDBIP  approved 
by  Executive 

Approving  final  2013/14 
SDBIP  by  Executive 
Mayor  (28  days  after 

Approved 
2012/13  SDBIP 

1 

- 

Council  Resolution 

to  o 

-=  CO 

55  c c to 
.9*  o to  c 
o p b 

c 3 Q.  o 

2 

- 

z 

legislation 

Mayor 

approval  of  budget)  by 
June  2013 

3 

- 

i||i 

0)  ^ 

Q ^ 

4 

2013/14  SDBIP 
approved 

Compli- 

ance 

PMS4 

c -o 

4.56% 

To  sign  the 
Performance 
Agreements  to 

2013/14 
Performance 
Agreements  with 

Signing  2013/14 
performance  agreements 
with  section  57 

Signed  2012/13 

Performance 

Agreements 

1 

- 

Signed  Agreements 

O c c 
o ^ 

•H  c to 

c:  p h 

C Q 

2 

- 

jvnvi  Hesoiuiion 

z 

comply  with 
legislation 

section  57 
employees 
signed 

employees  by  June  201 3 

3 

- 

Q.  ^ 

CO  o c/) 

.9-  0)  S 

<->  > b 

C 0)  p. 

3 Q 

4 

2013/14 

Performance 

Agreements 

signed 

Compli- 

ance 

PMS5 

16 

c -a 
o c c 

3 ^ 

•:S 

w E 
o e k 

4.56% 

To  approve  the 
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ANNEXURE “B” 


Personal  Development  Plan  (PDP) 


DIRECTOR:  STRATEGIC 
PLANNING,  MONITORING  AND 

CONTROL 

LM  RAMOROLA 


CITY  OF  MATLOSANA 
Period  1 July  2012  to  30  June  2013 


Explanatory  Notes  to  the  Personal  Development  Plan 
1.  Introduction 

1.1  A Municipality  should  be  committed  to  - 

(a)  the  continuous  training  and  development  of  its  employees  to  achieve  its  vision, 
mission  and  strategic  objectives  and  empower  employees;  and 

(b)  managing  training  and  development  within  the  ambit  of  relevant  national  policies 
and  legislation. 

1 .2  A Municipality  should  follow  an  integrated  approach  to  Human  Resource  Development, 
that  is: 

(a)  Human  resource  development  should  form  an  integral  part  of  human 
resource  planning  and  management. 

(b)  In  order  for  a municipality’s  training  and  development  strategy  and  plans  to  be 
successful  it  should  be  based  on  sound  Human  Resource  (HR)  practices,  such 
as  the  (strategic)  HR  Plan,  job  descriptions,  the  result  of  regular  performance 
appraisals,  career  pathing,  scarce  skills  an  talent  management  and  succession 
planning. 

(c)  To  ensure  the  necessary  linkage  with  performance  management,  the 
municipality’s  Performance  Management  and  Development  System  should 
provide  for  the  Personal  Development  Plans  of  employees  to  be  included  in  their 
annual  Performance  Agreements.  Such  approach  will  ensure  the  alignment  of 
individual  performance  objectives  to  the  municipality’s  strategic  objectives,  and 
that  training  and  development  needs  are  also  identified  during  the  performance 
management  and  appraisal  process. 

(d)  Career-pathing  and  succession  planning  ensures  that  employees  are  placed  and 
developed  in  jobs  according  to  aptitude  and  identified  potential  and  through 
training  and  development  acquire  the  necessary  competencies  to  prepare  them 
for  future  positions.  Scarce  skills  and  talent  management  also  requires 
appropriate  training,  education  and  development  interventions. 

2.  Competence  Modeling 

2.1  What  does  an  institution  mean  when  it  says  an  employee  / prospective  employee 
is  competent  if  he  / she  fit  a managerial  competency  framework  or  occupational 
competency  profile?  The  institution  is  in  fact  expressing  competence  as  a 
future-oriented  ideal  that  they  require  to  achieve  their  strategic  objectives.  The 
institution  is  in  effect  giving  a depiction  of  the  desired  or  required  knowledge, 
skills  and  attributes  for  an  individual  in  a specific  position].  For  competence  to  be 
useful,  the  associated  competence  should  be  greater  than  the  observed 
performance  as  it  will  allow  the  individual  growth  towards  this  ‘ideal’. 

2.2  There  is  however  a risk  in  expressing  a required  competence  that  a current  or 
prospective  employee  should  adhere  to  in  the  future,  as  the  future  is,  by 
definition,  uncertain.  Managers  cannot  know  how  an  employee  will  perform  in  the 
future  nor  can  they  know  how  employees  that  they  did  not  select,  did  not 
promote,  did  not  award  a qualification  to,  might  perform. 

2.3  Moreover,  managers  do  not  make  their  expressions  in  a social  vacuum.  They  do 
so  within  a social  context  in  which  there  are  various  actors,  various  stakeholders. 


with  different  interest’s  accountabilities,  different  things  they  are  trying  to  achieve 
and  various  ways  in  which  others  will  hold  them  accountable.  If  managers  are 
selecting  employees  they  shall  similarly  have  to  justify  their  decisions  to  others. 
Relevance  thus  becomes  an  obvious  issue  that  affects  the  level  of  confidence  in 
such  a decision.  Various  human  resources  procedures  and  systems  need  to  be 
established  to  maintain  the  relevance  of  the  expression  of  competence  to  the 
requirements  of  the  employer.  Confidence  is  the  basis  on  which  the  various 
parties  implicated  in  the  decisions  and  actions  taken  within  a competence  system 
will  seek  to  account  to  others  for  those  decisions  and  actions. 


2.4  When  linking  a decision  that  a prospective  employee  / current  employee  are 
competent  the  communication  is  based  on  what  may  be  called  conventions  of 
assessment.  Some  common  understanding  is  achieved  by  which  a certain  set  of 
arrangements  become  socially  accepted  as  the  basis  for  linking  different 
contexts.  Contexts  differ,  in  particular  in  terms  of  time.  So  performance  in  the 
past  is  linked  to  future  situations  in  which  desired  performance  is  anticipated. 
This  linking  of  contexts  will  normally  involve  some  model,  some  way  of 
accounting  for  the  claimed  link.  The  DPLG  has  decided  on;- 

2.4.1  A managerial  competency  framework  as  an  expression  of  required 
managerial  competencies. 

2.4.2  Occupational  competency  profiles  as  expression  of  occupation  / post 
competency  requirements. 

3.  Compiling  the  Personal  Development  Plan  attached  as  the  Appendix  1. 

3.1  The  aim  of  the  compilation  of  Personal  Development  Plans  (PDPs)  is  to  identify, 
prioritise  and  implement  training  needs 

3.2  The  Local  Government:  Municipal  Systems  Act:  Guidelines:  Generic  senior 
management  competency  framework  and  occupational  competency  profiles 
provides  comprehensive  information  on  the  relevance  of  items  2.4.1  and  2.4.2 
above  to  the  PDP  process.  The  Municipal  Finance  Management  Competency 
Regulations,  such  as  those  developed  by  the  National  Treasury  and  other  line 
sector  departments’  legislated  competency  requirements  need  also  be  taken  into 
consideration  during  the  PDP  process. 

3.3  The  assessment  results  of  a manager  against  the  minimum  requirements  contained 
in  the  managerial  competency  framework  and  occupational  competency  profiles  will 
assist  a manager,  in  consultation  with  his  / her  employee,  to  compile  a Personal 
Development  Plan  as  follows:- 

(a)  The  identified  training  needs  should  be  entered  into  column  1 of  the 
Appendix  1,  entitled  Skills  / Performance  Gap.  The  following  should  be 
carefully  determined  during  such  a process: 


isational  needs,  which  include  the  following: 

Strategic  development  priorities  and  competency  requirements,  in 
line  with  the  municipality’s  strategic  objectives. 

The  competency  requirements  of  individual  jobs.  The  relevant  job 
requirements  (job  competency  profile)  as  identified  in  the  job 
description  should  be  compared  to  the  current  competency  profileJ 
of  the  employee  to  determine  the  individual’s  competency  gaps.  / 


o\n 


o Specific  competency  gaps  as  identified  during  the  probation 
period  and  performance  appraisal  of  the  employee, 
b.  Individual  training  needs  that  are  job  / career  related. 

(b)  Next,  the  prioritisation  of  the  training  needs  in  coiumn  1 shouid  aiso  be 
determined  since  it  may  not  be  possible  to  address  all  identified  training  needs 
in  a specific  financial  year.  It  is  however  of  critical  importance  that  training  needs 
be  addressed  on  a phased  and  priority  basis.  This  implies  that  ail  these  needs 
should  be  prioritized  for  purposes  of  accommodating  critical  / strategic  training 
and  development  needs  in  the  HR  Plan,  Personal  Development  Plans  and  the 
Workplace  Skills  Plan. 

(c)  Consideration  must  then  be  given  to  the  outcomes  expected  in  column  2 of 
the  Appendix  1,  so  that  once  the  intervention  is  completed  the  impact  it  had  can 
be  measured  against  relevant  output  indicators. 

(d) An  appropriate  intervention  should  be  identified  to  address  training  needs  / 
skills  gaps  and  the  outcome  to  be  achieved  but  with  due  regard  to  cost 
effectiveness.  These  interventions  should  be  listed  in  column  3 of  the 
Appendix  1,  entitled:  Suggested  training  and  / or  development  activity.  The 
training  / development  must  also  be  conducted  either  in  line  with  a recognised 
qualification  from  a tertiary  institution  or  unit  standards  registered  on  the  National 
Qualifications  Framework  (South  African  Qualifications  Authority),  which  could 
enable  the  trainee  to  obtain  recognition  towards  a qualification  for  training 
undertaken.  It  is  important  to  determine  through  the  Training  / Human  Resource 
Development  / Skills  Development  Unit  within  the  municipality  whether  unit 
standards  have  been  developed  with  regard  to  a specific  outcome  / skills  gap 
identified  (and  registered  with  the  South  African  Qualifications  Authority).  Unit 
standards  usually  have  measurable  assessment  criteria  to  determine  achieved 
competency.  There  is  more  detail  on  this  in  item  4 below. 

(e)  Guidelines  regarding  the  number  of  training  days  per  employee  and  the 
nominations  of  employees:  An  employee  should  on  average  receive  at  least 
five  days  of  training  per  financial  year  and  not  unnecessarily  be  withdrawn  from 
training  interventions. 


(f)  Column  4 of  the  Appendix  1 : The  suggested  mode  of  delivery  refers  to  the 
chosen  methodology  that  is  deemed  most  relevant  to  ensure  transfer  of  skills. 
The  training  / development  activity  should  impact  on  delivery  back  in  the 
workplace.  Mode  of  delivery  consists  of,  amongst  others,  self-study  [The  official 
takes  it  upon  him  / her  to  read  e.g.  legislation];  internal  or  external  training 
provision:  coaching  and  / or  mentoring  and  exchange  programmes,  etc. 

(g) The  suggested  time  frames  coiumn  5 of  the  Appendix  1 enable  managers  to 
effectively  plan  for  the  annum  e.g.  so  that  not  all  their  employees  are  away  from 
work  within  the  same  period  and  also  ensuring  that  the  PDP  is  implemented 
systematically. 


(h)  Work  opportunity  created  to  practice  skiil  / development  areas,  in  coiumn  6 
of  the  Appendix  1,  further  ensures  internalisation  of  information  gained  as  well 
as  return  on  investment  (not  just  a nice  to  have  skill  but  a necessary  to  have  skill 
that  is  used  in  the  workpiace). 
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(i)  The  final  column,  column  7 of  the  Appendix  1,  provides  the  employee  with  a 
support  person  that  could  act  as  coach  or  mentor  with  regard  to  the  area  of 
learning. 

3.4  Personal  Development  Plans  are  compiled  for  individual  employees  and  the  data 
collated  from  all  employees  In  the  municipality  forms  the  basis  for  the  prescribed 
Workplace  Skills  Plan,  which  municipalities  are  required  to  compile  as  a basis  for  all 
training  and  education  activities  in  the  municipality,  in  a specific  financial  year  and 
report  on  progress  made  to  the  Local  Government  Sector  Education  and  Training 
Authority  (LGSETA). 

3.5  Funding  should  be  made  available  for  training,  education  and  development,  In  line 
with  the  Skills  Development  Act,  at  least  1%  of  the  personnel  budget  must  be 
earmarked  for  It.  Additional  funding  can  also  be  secured  In  terms  of  the  provisions 
of  the  Skills  Development  Levies  Act  from  the  LGSETA  if:- 

(a)  A Skills  Development  Facilitator  has  been  appointed. 

(b) The  Workplace  Skills  Plan  has  been  submitted. 

(c)  A submission,  including  a Business  Plan  Is  submitted  for  additional  grants. 
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CORE  MANAGERIAL  COMPETENCIES  (CMC) 

Criteria 

Description 

Generic  standards  for  'outstanding'  performance 

Strategic 
capability  and 
leadership 

Provides  a vision,  sets 
the  direction  for  the 
organization  and/or 
unit  and  inspires 
others  to  deliver  on 
the  organizational 
mandate 

• Develops  detailed  action  plans  to  execute  strategic  initiatives. 

• Assists  in  defining  performance  measures  to  evaluate  the 
success  of  strategies. 

• Achieves  strategic  objectives  against  specified  performance 
measures. 

• Translates  strategies  into  action  plans. 

• Secures  co-operation  from  colleagues  and  team  members. 

• Seeks  mutual  benefit/win-win  outcomes  for  all  concerned. 

• Supports  stakeholders  in  achieving  their  goals. 

• Inspires  staff  with  own  behaviour  - 'walks  the  talk'. 

• Manages  and  calculates  risks. 

• Communicates  strategic  plan  to  the  organization. 

• Utilizes  strategic  planning  methods  and  tools. 

Programme  and 

project 

management 

Plans,  manages, 
monitors  and 
evaluates  specific 
activities  in  order  to 
deliver  the  desired 
outputs  and 
outcomes. 

• Establishes  broad  stakeholder  involvement  and  communicates 
the  project  status  and  key  milestones. 

• Defines  roles  and  responsibilities  for  project  team  members 
and  clearly  communicates  expectations. 

• Balances  quality  of  work  with  deadlines  and  budget. 

• Identifies  and  manages  risks  to  the  project  by  assessing 
potential  risks  and  building  contingencies  into  project  plan. 

• Uses  computer  software  programmes. 

• Sets  and  manages  service  level  agreements  with  contractors. 

Financial 

management 

Compiles  and 
manages  budgets, 
controls  cash  flow, 
institutes  risk 
management  and 
administers  tender 
procurement 
processes  in 
accordance  with 
generally  recognized 
financial  practices  in 
order  to  ensure  the 
achievement  of 
strategic 
organizational 
objectives. 

• Demonstrates  knowledge  of  general  concepts  of  financial 
planning,  budgeting  and  forecasting  and  how  they  interrelate. 

• Manages  and  monitors  financial  risk. 

• Continuously  looks  for  new  opportunities  to  obtain  and  save 
funds. 

• Prepares  financial  reports  and  guidelines  based  on  prescribed 
format. 

• Understands  and  weighs  up  financial  implications  of 
propositions. 

• Understands  analyses  and  monitors  financial  reports. 

• Allocates  resources  to  established  goals  and  objectives. 

• Aligns  expenditure  to  cash  flow  projections. 

• Ensures  effective  utilization  of  financial  resources. 

• Develops  corrective  measures/actions  to  ensure  alignment  of 
budget  to  financial  resources. 

• Prepares  own  budget  in  line  with  the  strategic  objectives  of  the 
organization 

Change 

management 


Knowledge 

management 


Initiates,  supports  and 
champions 
organizational 
transformation  and 
change  in  order  to 
successfully 
implement  new 
initiatives  and  deliver 
on  service  delivery 
commitments. 


Obtains,  analyses  and 
promotes  the 
generation  and 
sharing  of  knowledge 
and  learning  in  order 
to  enhance  the 
collective  knowledge 
of  the  organization. 


Service  delivery 
innovation 


Champion’s  new  ways 
of  delivering  services 
that  contributes  to  the 
improvement  of 
organizational 
processes  in  order  to 
achieve  organizational 
goals. 


Performs  analysis  to  determine  the  impact  of  changes  in  the 
social,  political  and  economic  environment. 

Keeps  self  and  others  calm  and  focused  during  times  of 
change  or  ambiguity. 

Initiates,  supports  and  encourages  new  ideas. 

Volunteers  to  lead  change  efforts  outside  of  own  work  team. 
Consults  and  persuades  all  the  relevant  stakeholders  of  the 
need  for  change. 

Inspires  and  builds  commitment  within  own  area  for  the  change 
by  explaining  the  benefits  of  change,  and  the  process  of 
implementing  the  change. 

Coaches  colleagues  on  how  to  manage  change. 

Proactively  seeks  new  opportunities  for  change. 

Identifies  and  assists  in  resolving  resistance  to  change  with 
stakeholders. 

Designs  specific  projects  to  enable  change  that  is  aligned  to 
the  organizational  objectives. 

Uses  the  political,  legislative  and  regulatory  processes  of  the 
Public  Service  to  drive  and  implement  change  efforts. 

Uses  appropriate  information  systems  to  manage 
organizational  knowledge. 

Uses  modern  technology  to  stay  abreast  of  world  trends  and 
information. 

Evaluates  information  from  multiple  sources  and  uses 
information  to  influence  decisions. 

Creates  mechanisms  and  structures  for  sharing  of  knowledge 
in  the  organization. 

Uses  libraries,  researchers,  knowledge  specialists  and  other 
knowledge  bases  appropriately  to  improve  organizational 
efficiency. 

Promotes  the  importance  of  knowledge  sharing  within  own 
area. 

Adapts  and  integrates  information  from  multiple  sources  to 
create  innovative  knowledge  management  solutions. 

Nurtures  a knowledge-enabling  environment. 

Consults  clients  and  stakeholders  on  ways  to  improve  the 
delivery  of  services. 

Communicates  the  benefits  of  service  delivery  improvement 
opportunities  to  stakeholders. 

Identifies  internal  process  improvement  opportunities  to  SDI. 
Demonstrates  full  knowledge  of  principles  on  service  delivery 
innovations. 

Identifies  and  analyses  opportunities  where  innovative  ideas 
can  lead  to  improved  service  delivery. 

Creates  mechanisms  to  encourage  innovation  and  creativity 
within  functional  area  and  across  the  organization. 

Implements  innovative  service  delivery  options  in  own  * 
department/organization.  | 
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Problem  solving 
and  analysis 

Systematically 
identifies  analyses 
and  resolves  existing 
and  anticipated 
problems  in  order  to 
reach  optimum 
solutions  in  a timely 
manner. 

• Explains  potential  impact  of  problems  to  won  working 
environment. 

• Demonstrates  logical  problem  solving  approach  and  provides 
rationale  for  proposed  solutions. 

• Determines  root  causes  of  problems  and  evaluates  whether 
solutions  address  root  causes. 

• Demonstrates  objectivity,  thoroughness,  insightfulness  and 
probing  behaviours  when  approaching  problems. 

• Demonstrates  the  ability  to  break  down  complex  problems  into 
manageable  parts  and  identify  solutions. 

People 

management  and 
empowerment 

Manages  and 
encourages  people, 
optimizes  their  outputs 
and  effectively 
manages  relationships 
in  order  to  achieve 
organizational  goals. 

• Seeks  opportunities  to  increase  personal  contribution  and  level 
of  responsibility. 

• Supports  and  respects  the  individuality  of  others  and 
recognizes  the  benefits  of  diversity  of  ideas  and  approaches. 

• Delegates  and  empowers  others  to  increase  contribution  and 
level  of  responsibility. 

• Applies  labour  and  employment  legislation  and  regulations 
consistently. 

• Facilitates  team  goal  setting  and  problem  solving. 

• Recognizes  individuals  and  teams  and  provides  developmental 
feedback  in  accordance  with  performance  management 
principles. 

• Adheres  to  internal  and  national  standards  with  regards  to  HR 
practices. 

• Deals  with  labour  matters. 

• Identifies  competencies  required  and  suitable  resources  for 
specific  tasks. 

• Displays  personal  interest  in  the  well-being  of  colleagues. 

Able  to  manage  own  time  as  well  as  time  of  colleagues  and 
other  stakeholders. 

Manages  conflict  through  a participatory  transparent  approach. 

Client  orientation 
and  customer 
focus 

Willing  and  able  to 
deliver  services 
effectively  and 
efficiently  in  order  to 
put  the  spirit  of 
customer  service 
(Batho  Pele)  into 
practice. 

Develops  clear  and  implementable  service  delivery 
improvement  programmes. 

Identifies  opportunities  to  exceed  the  expectations  of 
customers. 

Designs  internal  work  processes  to  improve  customer  service. 
Adds  value  to  the  organization  by  providing  exemplary 
customer  service. 

Applies  customer  rights  in  own  work  environment. 

Communication 

1 

{ 

< 
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Exchanges 
information  and  ideas 
in  a clear  and  concise 
manner  appropriate 
for  the  audience  in 
order  to  explain, 
persuade,  convince 
and  influence  others  , 
to  achieve  the  desired  , 
outcomes. 

Expresses  ideas  to  individuals  and  groups  both  in  formal  and 
informal  settings  in  an  interesting  and  motivating  way. 

Receptive  to  alternative  viewpoints. 

Adapts  communication  content  and  style  according  to  the 
audience,  including  managing  body  language  effectively. 

Delivers  messages  in  a manner  that  gains  support, 
commitment  and  agreement. 

Writes  well-structured  complex  documents. 

Communicates  controversial  sensitive  messages  to  | 
stakeholders  tactfully.  1 

• Listens  well  and  is  receptive. 

• Encourages  participation  and  mutual  understanding. 

Honesty  and 
integrity 

Displays  and  builds 
the  highest  standards 
of  ethical  and  moral 
conduct  In  order  to 
promote  confidence 
and  trust  in  the  Public 
Service. 

• Conducts  self  in  accordance  with  organizational  code  of 
conduct. 

• Admits  won  mistakes  and  weaknesses  and  seeks  help  from 
others  were  unable  to  deliver. 

• Reports  fraud,  corruption,  nepotism  and  maladministration. 

• Honours  the  confidentiality  of  matters  and  does  not  use  it  for 
personal  gain  or  the  gain  of  others. 

• Discloses  conflict  of  interest’s  issues. 

• Establishes  trust  and  shows  confidence  in  others. 

• Treats  all  employees  with  equal  respect. 

• Undertakes  roles  and  responsibilities  in  a sincere  and  honest 
manner. 

• Incorporates  organizational  values  and  beliefs  into  daily  work. 

• Uses  work  time  for  organizational  matters  and  not  for  personal 
matters. 

• Shares  information  openly,  whilst  respecting  the  principle  of 
confidentiality. 

CORE  OCCUPATIONAL  COMPETENCIES  (COC) 

Criteria 

* Description 

Generic  standards  for  'outstanding'  performance 

Interpretation  of 
and 

implementation 
within  the 
legislative  an 
national  policy 
frameworks 

the  ability  to 
implement,  manage 
and  oversee  the 
implementation  of 
legislation  and  policy 

• Implementing  and  overseeing  the  implementation  and 
enforcement  of  policies  and  Bylaws 

• Establishing  and  maintaining  a register  of  non-compliance  with 
legislative  requirements  and  regularly  reporting  these  to  the 
municipal  council  and  other  role  players.  For  example, 
instances  of  non-compliance  with  the  MFMA  are  required  to  be 
reported  to  the  National  Treasury 

• Regularly  monitor  and  report  to  the  municipal  council  on  the 
implementation  of  policies  and  compliance  with  legislative 
requirements 

• Regularly  reviewing  and,  where  necessary,  proposing  to  the 
municipal  council  amendment  of  policies  and  in  the  case  of  a 
municipality  also  By-laws  to  ensure  their  relevance  and 
alignment  with  the  strategies  and  goals 

• Monitor  and  ensure  enforcement  of  municipal  By-laws, 
including  penalties  and  fines  for  non-compliance,  within  the 
municipality’s  area  of  jurisdiction 

Regularly  consider  the  impact  of  amendments  to  the 

Constitution,  national  and  provincial  legislation  and  policy,  and 
the  legislative  framework  governing  local  government  on  the 
municipality’s  By-laws  and  policies 
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Knowledge  of  The  ability  to  support 

Performance  the  implementation  of 

Management  and  the  performance 
Reporting  reporting  process  of 

the  municipality. 


Knowledge  of  global  and  South  African 
specific  political,  social  and  economic 
contexts 


Knowledge  and  understanding  of  the  local  government 
legislative  framework  governing  performance  reporting. 

Within  the  area  of  responsibility,  supporting,  implementing  and 
maintaining  the  performance  management  system.  In  the  case 
of  a municipal  entity  also  supporting  and  contributing  to  the 
regular  monitoring,  measuring,  reviewing  and  reporting  of  the 
entity’s  performance  to  its  parent  municipality 
Contribute  to  the  timely  preparation,  submission  and 
publication  of  statutory  reports  relating  to  performance.  For 
example  the  annual  performance  report  (section  121(3)  and  (4) 
of  the  MFMA),  mid-year  performance  reporting  (sections  72  of 
the  MFMA)  of  a municipality  and  in  the  case  of  a municipal 
entity,  an  assessment  of  the  entity’s  performance  (section 
121(4)  of  the  MFMA),  mid-year  performance  reporting  (section 
88  of  the  MFMA),  etc. 

Within  the  area  of  responsibility,  ensure  that  the  content  of 
performance  reporting  is  specific  (unambiguous),  measurable, 
accurate  and  valid,  reliable  and  time  specific. 

Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  reports  to  understand  the  impact  on,  and  to  guide 
planning  in  respect  of,  strategies  and  goals  including  the 
implementation  of  the  budget  and  service  delivery  and  budget 
implementation  plan  (SDBIP)  and  policies. 

Within  the  area  of  responsibility,  analyze  and  evaluate  the 
performance  of  Service  delivery  mechanisms  (internal  and 
external)  and  outsourced  service  agreements  against 
performance  targets;  and 

Within  the  municipality  , analyze  and  evaluate  the 
performance  of  each  of  its  municipal  entities  against  the 
service  level  agreement  and  performance  targets  for  that  entity 
Within  the  area  of  responsibility,  ensuring  that  there  is  a link 
between  the  performance  indicators  and  targets  and  the 
integrated  development  plan  (I DP),  service  delivery  and  budget 
implementation  plan  (SDBIP)  and  the  individual  performance 
agreements  of  officials. 

Within  the  area  of  responsibility,  ensuring  that  the 
remuneration  and  appraisal  system  is  performance  based  and 
that  all  performance  bonuses  are  only  awarded  after 
consideration  of  actual  performance  of  the  municipality  against 
the  performance  targets  for  a specific  period. 

Regularly  benchmark  the  performance  of  the  area  of 
responsibility  against  the  performance  of  functions  of  similar 
and/or  comparable  municipalities  to  improve  and  guide  in  the 
planning  and  delivery  of  services. 

Understanding  the  local  government  environment  (including 
legislative,  social,  political  and  economic)  and  the  ability  to 
analyze  the  financial  and  non-financial  impact  of  changes  in 
the  external  and  internal  environment  that  could  affect  the 
municipality/  municipal  entity  and  recognizing  when  this 
necessitates  change  I 
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Competence  in  The  ability  to  guide, 
policy  support  and  contribute 

conceptualization  to  the  formulation  of 
, analysis  and  policy,  and  in  the  case 
implementation  of  a municipality  also 
By-laws 


[Knowledge  of  more  than  one  functional 
municipal  field  / discipline 


Competence  as  Within  the  area  of 
required  by  other  responsibility,  the 


national  line 
sector 

departments 


ability  to  guide, 
establish  and  maintain 
appropriate 
stakeholder  relations. 


Exceptional  and 
dynamic 
creativity  to 
improve  the 
functioning  of  the 
municipality 


The  ability  to  guide  the 
management  of 
change  for  the 
municipality  within  the 
area  of  responsibility. 


Excellent  verbal  communication  and  writing  skills  and  an  ability 
to  research  and  analyze  complex  information 
Guiding  and  supporting  the  municipal  council  with  the  process 
of  adopting  policies  and  making  By-laws.  This  includes 
advising  council  on  the  financial  and  non-financial  impact  of 
proposed  policies  and  By-laws  OR  in  the  case  of  a municipal 
entity  guiding  and  supporting  the  board  of  directors  with  the 
process  of  adopting  policies  including  advising  on  the  financial 
and  non-financial  impact  of  proposed  policies 
Overseeing  and  managing  the  administrative  aspects  of  the 
process  for  adopting  policies  and  in  the  case  of  a municipality 
also  making  By-laws. 

Conceptualizing,  formulating  and  drafting  policies  and  in  the 
case  of  a municipality  also  By-laws  in  alignment  with  the 
integrated  development  plan  (IDP),  the  Constitution,  national 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government,  having  regard  to 
cooperative  government.  This  process  should  include 
consideration  of  and  alignment  with  existing  policies  and  By- 
laws and  be  within  budget  constraints. 

Knowledge  and  understanding  of  the  municipality’s 
environment  (internal  and  external),  the  Constitution,  national 
and  provincial  legislation  and  policy,  and  the  legislative 
framework  governing  local  government  as  well  as  the 

municipality’s  By-laws  and  policies. 

Within  the  area  of  responsibility,  knowledge  and  understanding 
of  stakeholders  and  recognizing  the  varying  relations  required 
with  stakeholders  and  the  impact  on  the  municipality  and  the 
municipality’s  impact  on  its  stakeholders. 

Within  the  area  of  responsibility,  establishing  and  maintaining 
effective  and  relevant  external  stakeholder  relations.  This  would 
include  relations  with  the  community,  local  businesses,  public 
benefit  organizations  and  other  spheres  of  government 
including  neighbouring  municipalities  and  relations  for  purposes 
of  external  service  delivery  mechanisms,  outsourced  service 
agreements,  etc  and,  in  the  case  of  a municipality,  Public- 
Private  Partnerships  (PPPs) 

Within  the  area  of  responsibility,  ensuring  stakeholder 
consultation  (internal  and  external)  and  advising  the  accounting 
officer  on  stakeholder  consultation  as  envisaged  and  required 
by  the  Municipal  Systems  Act  and  the  MFMA.  This  includes 
managing  stakeholder  expectations. 


Managing  and  implementing  change  management  within  the  area  of 
responsibility 

The  ability  to  be  proactive  and  find  creative  and  innovative  solutions 
to  change 

Consultation  with  and  management  of  various  stakeholders  particular 
to  the  change 

Managing  and  resoiving  any  resistance  to  change 

Contributing  and  supporting  the  accounting  officer  with  the  ^gnment 

of  strategies  and  goals  with  the  need  for  change.  / / 


23 


